UMass Global

UMass Global ScholarWorks
Dissertations
4-2022

A Phenomenological Study to Describe How Hispanic
Entrepreneur Women Use Mark Crowley’s Four Principles to
Accomplish Extraordinary Results
Elizabeth Vargas
University of Massachusetts Global, emedina4@mail.umassglobal.edu

Follow this and additional works at: https://digitalcommons.umassglobal.edu/edd_dissertations
Part of the Business Administration, Management, and Operations Commons, and the Entrepreneurial
and Small Business Operations Commons

Recommended Citation
Vargas, Elizabeth, "A Phenomenological Study to Describe How Hispanic Entrepreneur Women Use Mark
Crowley’s Four Principles to Accomplish Extraordinary Results" (2022). Dissertations. 444.
https://digitalcommons.umassglobal.edu/edd_dissertations/444

This Dissertation is brought to you for free and open access by UMass Global ScholarWorks. It has been accepted
for inclusion in Dissertations by an authorized administrator of UMass Global ScholarWorks. For more information,
please contact christine.bombaro@umassglobal.edu.

A Phenomenological Study to Describe How Hispanic Entrepreneur Women Use
Mark Crowley’s Four Principles to Accomplish Extraordinary Results
A Dissertation by
Elizabeth Vargas

University of Massachusetts Global
A Private Nonprofit Affiliate of the University of Massachusetts
Irvine, California
School of Education
Submitted in partial fulfillment of the requirements for the degree of
Doctor of Education in Organizational Leadership
April 2022

Committee in charge:
Johnathan Greenberg, Ed.D, Committee Chair
Cindy Petersen, Ed.D
Carlos V. Guzman, PhD

A Phenomenological Study To Describe How Hispanic Entrepreneur Women Use
Mark Crowley’s Four Principles To Accomplish Extraordinary Results
Copyright © 2022
by Elizabeth Vargas

iii

ACKNOWLEDGMENTS
I want to start off by saying "Si Se Puede!" As a first-generation Latina, earning a
doctorate degree was never a goal I ever envisioned. As a 17-year-old, I decided to join
the military to help me pay for tuition. Little did I know that that one decision would
change the trajectory of my life and opportunities for the better. However, that one
decision would not have been possible if not for the endless support of my parents,
Alejandro Vargas and Rita Jimenez Del Valle. They came to this country with a dream
to give me a better life. I want to thank them for always believing in me, constantly
pushing me to achieve my best, and supporting my life choices. Because of them "Me
Puse Las Pilas!"
I also want to acknowledge my siblings' support during this doctoral journey. My
sister, Gabriela, has always been my most prominent advocate and constantly reminded
me that I am amazing. She definitely put the pressure on me as the oldest sister to lead
by example. My sister, Jackie, always being optimistic and rooting for my success.
Thank you for always cheering for me! My brother, Alex, inspired me to live
authentically and be the best version of myself so that I can be there for others. Because
of their endless support, I was able to navigate through this program. Thank you, from
the bottom of my heart!
I also want to thank and dedicate this to my son, Emiliano Medina-Vargas, who
patiently waited for my love and attention after each assignment. He did not complain;
he simply waited by my side until I closed the computer. He has given me purpose,
motivation, and inspiration to be the best. I am thankful for his endless love and the push
he has given me to believe in myself. As he gets older, my goal is for him to look back at

iv

these memories and remember that he completed this program by my side and without his
love and support, this would not have been possible.
Joel, a huge thank you for your support and for believing in my abilities to
succeed more than I did when it got challenging. You have been instrumental in my
ability to get this dissertation done. I also want to thank my best friend, Stephanie
Herrera, who embarked on this dissertation journey along with me. I am thankful to have
been surrounded by people who never doubted in my ability to excel.
I want to thank my Theta BoujIE cohort, who motivated me and led by example
throughout this program. I also want to thank my Committee Chair, Dr. Greenberg, for
always believing in my ability to achieve and for helping me reach my goals through his
mentorship. His guidance through this dissertation has been beyond fundamental to my
success. I want to thank my Committee, Dr. Guzman and Dr. Petersen, whose
knowledge and expertise have guided me through this dissertation. Thank you all for
believing in me!

"Cuando hay ganas, todo se puede!"

v

ABSTRACT
A Phenomenological Study to Describe How Hispanic Entrepreneur Women Use Mark
Crowley’s Four Principles to Accomplish Extraordinary Results
by Elizabeth Vargas
Purpose: The purpose of this phenomenological study was to describe how exemplary
Hispanic entrepreneur women lead from the heart using Crowley’s four principles
(building a highly engaged team, connecting on a personal level, maximizing employee
potential, and valuing and honoring achievements) to accomplish extraordinary results in
their organizations.
Methodology: A qualitative phenomenological research approach was used in this study
to illuminate the lived experiences of exemplary Hispanic entrepreneur women. A
sample of eight Hispanic entrepreneur women from the target population in Southern
California was chosen. The sample of eight Hispanic entrepreneur women was chosen
using predetermined criteria. Each participant was interviewed in a semi-structured
open-ended interview using an interview protocol designed by a group of peer
researchers. The research findings were triangulated using data from artifacts and
observations. Using NVivo coding software, transcripts were analyzed and synthesized
for themes.
Findings: Examination of the qualitative data from the eight exemplary Hispanic
entrepreneur women in this study indicated various findings. Analysis of the data
resulted in 18 themes and 568 frequencies among Crowley’s four heart-led principles.
From those 18 themes, seven major findings emerged.
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Conclusions: Based on the data and supporting literature, four conclusions were drawn:
Hispanic entrepreneur women 1) who invest time in learning about employees will
effectively motivate, inspire, empower and encourage them to achieve extraordinary
results 2) achieve extraordinary results when they advocate for individual and their
personal goals and passions to create a meaningful work environment 3) will achieve
success by caring for their employees and building collaborative teams 4) who practice
self-care to maximize leadership potential empower themselves and those they lead.
Recommendations: Seven recommendations emerged to further examine Hispanic
entrepreneur women. Some of the recommendations include research to analyze the role
of self-care in Hispanic entrepreneur success, research to target a larger population of
Hispanic entrepreneur women across the United States, and a phenomenological study to
examine the lived challenges of Hispanic entrepreneur women.
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PREFACE
Upon consideration and discussions regarding the opportunity to study Mark
Crowley's (2011) leadership from the heart strategies of exemplary leaders, 14
researchers with the collaboration of five faculty advisors, from education to corporate
America, organized to form this thematic study. The thematic is driven by a shared
passion to explore the ways exemplary leaders lead from the heart to achieve
extraordinary results.
The framework for this phenomenological research study, was designed using
Mark Crowley's four principles: building a highly engaged team, connecting on a
personal level, maximizing employee potential and valuing and honoring achievements.
Each peer researcher studied a different population of leaders and identified a sample of
exemplary leaders through criterion based purposeful sampling from various public, forprofit and nonprofit organizations to interview. In an effort to ensure consistency and
reliability throughout the thematic, the team of 14 peer researchers worked in
collaboration to construct the purpose statement, research questions, definitions of terms,
interview questions and research study protocols.
Throughout the study, the term peer researchers is used in reference to the 14
researchers in the thematic. The following is the complete list of the doctoral candidates,
along with their chosen population in this research study, hereafter referred to as peer
researchers: Giovanna Arzaga, Charter Executive Directors; Aimee Barnard, Special
Education Administrators Kelly Castillo, Elementary Principals; Joshua Chohaan,
Elementary Title 1 Principals in Sacramento County; Jeyan Danesh, Secondary Admin
Principals; Christina Foster, Middle School Principals; Martha (Stephanie) Herrera,

xiii

Nonprofit Women Leaders with focus on Domestic Violence/Sexual abuse; Teresa
Hubbard, Primary Principals in Southern California; Randa Jad-Moussa, Learning and
Development Leaders in Corporate Organizations; Angela Love, Community College
Chief Human Resource Officers; Elizabeth Vargas (Medina), Hispanic Entrepreneur
Women; Aries Sanders, Leaders of Remote Sales/Marketing Employees; Jeanine
Wulfenstein, Female Superintendents, and Sepideh Yeoh, K-12 Superintendents in
Southern California.
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CHAPTER I: INTRODUCTION
Historical records suggest that entrepreneurship has changed the world for the
better. Over the past 50 years, entrepreneurship has gained significant attention in
academia and has emerged from a small venture in the 1970s to a global industry with
thousands of people entering the field worldwide (Coughlin & Thomas, 2002). Meyer
and de Jongh (2018) identified entrepreneurship as a critical contributor to sustained
economic growth and development. Similarly, Cohoon, Wadhwa, and Mitchell (2010)
categorized entrepreneurs as essential players in our economy, considered the architects
of new products and services, and creators of wealth and new jobs. Nevertheless, despite
their significant role, not much is known about how entrepreneurs emerge, the factors
that motivate them, and why they succeed (Cohoon et al., 2010).
Galloway, Kapasi, and Sang (2015) suggested that entrepreneurs have leadership
abilities that sustain innovation, assist in adapting to unpredictable environments, help
communicate visions in terms of growth outcomes, and engage followers and other
stakeholders in achieving the vision. Some scholars claim that entrepreneurship is simply
leadership in a special context, and research reveals that charismatic and compassionate
leadership has a positive correlation with entrepreneurship. In addition, it is reported that
although entrepreneurship is masculinized within most of the existing entrepreneurship
literature, modern theories of leadership are not (Felix, Aparicio, & Urbano, 2019).
Over the past 10 years, entrepreneurial organizations’ demographics have
changed worldwide. Although men still hold a significant share of entrepreneurial
positions, the number of women-owned businesses continues to expand. Research on
women entrepreneurs gained momentum in the literature about 30 years ago and has
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flourished in the last 10 years (Jennings & Brush, 2013). Bullough, Luque, Abdelzaher,
and Heim (2015) highlighted women often achieve leadership roles through
entrepreneurial endeavors. According to Wells (1998), women entrepreneurs tend to use
more “leader-centered” approaches to get their businesses off the ground. This
leadership approach can be expanded to include creating a shared vision and enrolling
organizational members in the vision, enabling others to act, leading by example, and
encouraging heart. Subsequently, authors such as Tariq (2018) indicated that women are
equipped with the soft skills required to succeed in negotiation, which requires
relationship building.
A study commissioned by American Express OPEN in 2016 reported that 11.3
million women-owned businesses employed nearly 9 million individuals and generated
over $1.6 trillion in annual sales in the United States. In 2019, there were 27.9 million
businesses reported in the United States, and the majority were owned by women and
other minority groups (Barringer & Ireland, 2019). Hispanic women-owned businesses
in the United States contributed significantly to the economy by employing 555,400
workers and producing $97 billion in revenue. In fact, the US Census projected a surge
of Hispanic women entrepreneurs and anticipated that the growth rate would double by
2050 in the United States (Martinez-Restrepo & Stengel, 2017). Although Hispanic
entrepreneur women are projected to increase in number and economic impact, they are
still an understudied population (Cameron & Cabaniss, 2017). According to McLaughlin
(2012), insufficient attention has been given to women in an entrepreneurial context.
The COVID-19 pandemic impacted the business activities of women
entrepreneurs, who run a significant portion of the hospitality, wholesale, and retail
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industries. These companies suffered greatly due to the shutdowns and decreased
demand for their services and products (Goorha, 2021). Despite this, throughout 2020,
women in the US started 1,821 new enterprises every day, over 60% were started by
women of color, and Latina women-owned businesses grew by more than 87%
(Shepherd, 2020). The statistics show that, amid the global pandemic, women
entrepreneurs continued to emerge. Walton (2016) suggested that entrepreneurial success
comes from the ability to empathize, communicate, deliver value, lead staff, and follow
proven business models. As a result, the field of women’s entrepreneurship has gained
momentum as an important and relevant area of research, and scholars need to address
specific elements to understand the various dimensions of women’s entrepreneurship and
leadership methods (Smith-Hunter & Venezio, 2006).
Background
In the past, a stoic philosopher of ancient Greece argued that emotions were an
unreliable source of information (Krishnaveni & Deepa, 2011). This philosophy was
salient during the industrial age, when a traditional leadership approach focused on
guidance and direction but lacked emotion. A traditional leadership approach is a way of
managing individuals like any other input in an organization and overworking them for
minimal pay (Crowley, 2011). In contrast to past practices, Salovey and Mayer (1990)
introduced emotional intelligence (EI) as a framework that appraises emotions. Crowley
(2011) incorporated these tenets by introducing leadership principles that emphasized the
importance of emotions in business by building highly engaged teams, connecting on a
personal level, maximizing employee potential, and valuing and honoring employee
achievement.
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Crowley (2011) suggested that “what people feel in their hearts has tremendous
influence over their motivation and performance” (p. 41). Evidence from multiple
studies supports emotions as beneficial to leadership and essential in entrepreneurship
(Anand & Udayasuriyan, 2010; Caruso & Salovey, 2004; George, 2000). Walton (2016)
explained that successful entrepreneurs possess the ability to empathize, manage conflict,
communicate, and build relationships, which corresponds with Crowley’s four leadership
principles.
McLaughlin (2012) suggested that organizational competencies are connected
with entrepreneurial success, including negotiating, managing resources, identifying
opportunities, maintaining customers, and leading teams. These leadership skills are
recognized as the behaviors of successful entrepreneurs. Similarly, Crowley (2011)
suggested that the best leaders elevate the spirit and Morton (2012) emphasized that
“good” leaders can get through challenging circumstances by building motivation.
Leading from the heart makes a leader more effective and teams more productive
(Crowley, 2011). Panda and Banik (2020) suggested that women are usually thought to
be emotionally stronger than men. According to Rosenthal (2018), women are equated
with high EI, which is increasingly associated with success. As such, women are linked
with better skills and knowledge compatible with controlling their emotions (Panda
& Banik, 2020). According to a study conducted by Flabbi, Macis, Moro, and Schivardi
(2016), women are almost ten times less represented than men in top positions in
organizations and are more likely to achieve leadership roles through entrepreneurial
endeavors (Bullough et al., 2015).
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Entrepreneurship
Entrepreneurship is explained by Walton (2016) as taking opportunities beyond
resource control and taking financial risks in new ventures. Entrepreneurship is a field
entered by individuals who have the ability to recognize opportunities and are willing to
take risks. Entrepreneurship is considered central to the American identity (Meyer & de
Jongh, 2018). Despite widespread interest in the topic and broad recognition of its
importance to the economy, there remains a lack of consensus on one specific definition
of entrepreneurship (Center for American Entrepreneurship, n.d.). The study of
entrepreneurship covers a wide range of domains, such as economics, management,
sociology, psychology, anthropology, geography, and law.
Leadership
Morton (2012) explains leadership as an individual’s attempt to influence and
motivate followers to achieve organizational goals; it is a phenomenon with a
fundamental core in which leaders attempt to influence followers. Similarly, McKee,
Boyatzis, and Johnston (2008) defined leadership as the process of gathering information
about the organization’s environment, implementing strategies, organizing resources,
executing tasks, and managing resources to fulfill organizational goals. they also referred
to “good” leadership as a reflection of characteristics such as optimism and the ability to
build relationships, motivate, influence, and care for others.
Theoretical Foundations
Transformational Leadership
Transformational leadership encourages, inspires, and motivates leaders to
innovate and create change that will help grow and shape the future success of an
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organization. This transformational leadership approach builds organizational culture by
urging employees to move from a focus on personal circumstances to a mentality of
working for the benefit of everyone (Panda & Banik, 2020). According to Anderson and
Ackerman-Anderson (2010), transformational leadership enhances creativity among
employees and inspires apprentices to rise above self‐interest by shifting their values,
interests, and attitudes to attain higher performance (Koh, Lee, & Joshi, 2019).
Transformational leaders possess charisma and inspire intellectual stimulation
(Humphreys & Einstein, 2003). According to Breevaart and Zacher (2019), leaders need
to inspire consistently and support their followers to build trust. Ultimately,
transformational leaders have the most effective skills to create positive change.
Transformational Leadership in 21st-Century Organizations.
According to Crowley (2011), transformational leaders in 21st-century
organizations are essential because they can influence others based on their relationships,
in contrast to transactional leaders, who influence others based on trade. The importance
of relationships, shared values, autonomy, individual and collective growth, and
recognition and appreciation for inquiry sets a transformational leader apart and
ultimately guides a group or organization forward with any necessary change
(Humphreys & Einstein, 2003). Similarly, transformational leadership is effective for
managing and inspiring individuals (Odumeru & Ogbonna, 2013). A transformational
leader builds highly engaged teams, connects on a personal level, maximizes employee
potential, and values and honors achievements (Crowley, 2011).
Transformational leaders establish a leadership presence that inspires those they
manage. This dimension of transformational leadership is characterized by providing
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vision and a sense of mission, inspiring pride in and among the group, and gaining
respect and trust (Humphreys & Einstein, 2003). According to Breevaart and Zacher
(2019), leaders need to build trust by constantly supporting, motivating, and intellectually
challenging their followers. Through this trust and autonomy, people will have more
buy-in for the organization’s change process, and they will continue to rely on each other
for their unique strengths, while the leader works alongside them, supporting and
building them up along the way. This trait of transformational leadership allows leaders
to provide a vision, sense of mission, and pride within the group, resulting in gaining
respect and trust from followers (Humphreys & Einstein, 2003).
Through these traits, leaders can continue to empower and energize employees in
each facet of the organization and change processes. Kouzes and Posner (2012) agreed
that creating relationships and serving staff’s needs are instrumental for a leader to build
trust with their team. Similarly, a transformational leader is a change agent who begins
with the vision in mind, remains grounded in their values and beliefs, and uses those
values to balance them as they guide the organization through changes. Bass and Avolio
(1993) stated that an organization’s founder and subsequent leaders’ values were
instrumental in creating and maintaining the organization’s culture. Kouzes and Posner
(2012) also supported the concept that leaders must identify their values and then
assimilate those values into the collective group. Once these values are established, it is
essential to continue embracing them, discussing them, and praising employees to make
the values their own.
Finally, a transformational leader encourages continual adaptation and growth,
both individually and collectively, as an organization. Without this growth mindset
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across the board, employees can become stagnant in their current positions and look to
move to other corporations for employment. It is incumbent upon the leaders in the
organization to go beyond the status quo and look for innovations and ideas outside of the
organization, seizing any possible moment for growth. When the leader recognizes these
new ideas and growth opportunities, it encourages all stakeholders to continue growing
(Kouzes & Posner, 2012).
Emotional Intelligence
EI was defined by Bradberry and Greaves (2009) as the ability to recognize and
understand emotions in oneself and others; such skills help manage behavior and
relationships. Similarly, Joseph (2012) explained EI as involving self-awareness,
emotional management, and self-motivation. Bradberry and Greaves (2009) described
individuals with high EI levels as having empathy, trust, flexibility, accountability,
communication, assertiveness, change tolerance, presentation skills, and stress tolerance.
According to Bradberry and Greaves (2009), there are four components of EI:
self-awareness, self-management, social awareness, and relationship management. Selfawareness is identified as one’s ability to correctly perceive emotions and recognize the
negative emotions that cause discomfort and negative behaviors. Self-management is
related to being aware of emotions and positively directing behaviors. Self-management
helps leaders resist explosive or problematic behaviors and develop their self-control
abilities. Social awareness is one’s ability to accurately identify other people’s emotions,
understand their perspectives, and understand social environments. Finally, relationship
management refers to the ability to recognize emotions and manage interactions
successfully.
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Maslow’s Hierarchy of Needs
Crowley (2011) discussed Maslow’s hierarchy of human needs as a contributor to
human motivation. The hierarchy of human needs theory demonstrates different
motivating factors based on a five-stage model focused on psychological, safety, love and
belonging, esteem, and self-actualization needs (Mcleod, 2007). Maslow’s theory has
been influential in various disciplines, such as education and business. Research
continues to develop in the fields of management, leadership, entrepreneurship, and
organizational development (Aanstoos, 2021).
Maslow’s theory encompasses self-actualization as a psychological need to
optimize and motivate workplace environments by developing incentives for employees
to engage and perform (Sandhya & Kumar, 2011). Mcleod (2007) explained Maslow’s
hierarchy of needs as a way to comprehend the workforce beyond basic human needs and
to be flexible based on external circumstances or individual differences.
Theory of Entrepreneurship
Several theories of entrepreneurship help us understand the entrepreneur
experience through a different lens. Sociological entrepreneurship theory focuses on the
social context, particularly building relationships and promoting trust (Landstrom, 1998).
This theory also focuses on entrepreneurs’ life experiences and how these experiences
influence them to do something meaningful through their entrepreneurial ventures.
Resource-based entrepreneurship theory suggests that having access to resources is an
essential predictor of opportunities and business growth (Simpeh, 2011).
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Theoretical Framework
Emotions play an essential role in leading transformational change. Research by
Küpers and Weibler (2006) suggests that emotions assist in conveying, mediating, or
interfering in work and managerial relationships and change processes as an element of
meaning in the connection between leaders and followers. Crowley (2011) stated that the
traditional leadership approach was no longer relevant, and his four leadership principles
emphasize the need for leaders to lead from the heart. He suggested that leading from the
heart is a more effective and sustainable model in which employees feel fully supported
and engaged. “Leadership of the heart is great for business and drives uncommon
performance” (Crowley, 2011, p. 58). The use of Crowley’s leadership principles means
building a highly engaged team, connecting on a personal level, maximizing employee
potential, and valuing and honoring achievements.
In that regard, Crowley (2011) suggests that the traditional approach to motivating
human behavior causes disconnection from what employees need. Crowley’s four
principles offer a leadership framework that provides employees with personal fulfillment
from work and establishes a much greater sense of well-being to thrive. The framework
emphasizes the importance of using the heart to engage employees as a sustainable and
effective model. The author indicated that leading with the heart was not soft or
sentimental. In fact, it is necessary to restore workers’ commitment to the ambitions and
goals of their organizations.
Building highly engaged teams. Building highly engaged teams begins with
hiring individuals who put their heart and soul into their jobs. A leader’s objective is to
find individuals who exhibit a passion for being part of the organization and demonstrate
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a genuine desire to perform (Crowley, 2011). A leader also plays an essential role by
encouraging collaboration and interdependency. He posited three important
competencies for building a highly engaged team: establishing shared goals, ensuring that
the team has adequate knowledge, and facilitating effective interactions. Leaders who
focus on enhancing knowledge and facilitating effective communication will find that
their role transforms from one of constant supervision to one of focusing on the needs of
the team and each team member (Musselwhite, 2007).
Connecting on a personal level. According to (Crowley, 2011), if leaders want
extraordinary achievements, they must engage with their workforce. Leaders should
schedule uninterrupted time with their staff to communicate with them and learn more
about them through individual and personal interactions. According to Delaney (2018),
one of the most effective ways to establish any relationship is to listen to and give
employees a voice and a vote, which is an important way to connect with team members.
Maximizing employee potential. There is a need for 21st-century leaders to focus on
each employee and their personal development as humans (Crowley, 2011).
Encouraging, teaching, and building people toward high achievements are essential skills
for leaders who want to maximize their employees’ potential (DiLiello, Houghton, &
Neck, 2006). Furthermore, emotional drivers, such as development, engagement, and
satisfaction in the workplace, are factors that propel employees forward in their
performance (Lyndon, Rawat, & Pawar, 2021). As employees gain confidence in
themselves, they become more united as a team, resulting in better knowledge of their
shared goals and leading to organizational successes (Vance, 2006).
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Valuing and honoring achievements. Crowley (2011) stated that feeling valued is
fundamental to the well-being of all people and motivates performance. Feedback serves
as an intrinsic motivator that improves employee productivity and job satisfaction
(Morrell, 2011). Employees who receive positive feedback feel confident in executing
tasks, which leads to enhanced job effectiveness and performance (Lee, 2020). The core
of recognizing and appreciating positive accomplishments is to build an environment in
which communication, esteem, acknowledgment, and respect for the individual and their
achievements are at the forefront (Pfister, Jacobshagen, Kälin, & Semmer,
2020).Statement of the Research Problem
For centuries, entrepreneurship has been seen as a significant contributor to
employment, innovation, and sustained economic growth and development (Meyer & de
Jongh, 2018). Walton (2016) identified entrepreneurial success as the ability to
empathize, communicate, deliver value, lead staff, and follow proven business models.
According to Wells (1998), women entrepreneurs use more “leader-centered” approaches
to get their businesses off the ground. This leadership approach includes creating a
shared vision, engaging organizational members in the vision, enabling others to act,
leading by example, and encouraging the heart.
However, there is a scarcity of minority female leaders, especially Hispanics (US
Bureau of Labor Statistics, 2018). With the US Census Bureau predicting an increase in
Hispanic women-owned businesses, there is a need to research such an understudied
group of entrepreneurs (Cohoon et al., 2010). The impact of minority female leaders is
shown in studies illustrating that businesses founded by women earn twice as much per
dollar invested than those run by men and generate 10% more revenue over five years
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(Philipp, 2020). Women own and operate up to one-third of all enterprises operating in
the global economy and thrive in business, despite the obstacles they encounter
(International Labour Organization., 2019). As a result, women’s entrepreneurship has
gained momentum as a substantial and relevant area of research. Smith-Hunter
and Venezio (2006) identified the need for research on Hispanic women and how they
effectively lead their businesses.
In reviewing the literature, a gap emerged in the knowledge of heart-led
leadership combined with the entrepreneurial leadership style that leads to successful
entrepreneurial organizations. With the rise in Hispanic women’s businesses, the field of
entrepreneurship can benefit from research on the use of Crowley’s four heart-led
leadership principles in leading successful enterprises. Understanding entrepreneurship
and heart-led leadership is essential for the development of society (Crowley, 2011;
Meyer & de Jongh, 2018).
Purpose Statement
The purpose of this phenomenological study was to describe how exemplary
Hispanic entrepreneur women lead from the heart using Crowley’s four principles
(building a highly engaged team, connecting on a personal level, maximizing employee
potential, and valuing and honoring achievements) to accomplish extraordinary results in
their organizations.
Research Questions
1. How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by building a highly engaged team?
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2. How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by connecting on a personal level?
3. How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by maximizing employee potential?
4. How do exemplary Hispanic entrepreneurial women lead from the heart to
accomplish extraordinary results by valuing and honoring achievements?
Significance of the Study
The Cohoon et al. (2010) explained entrepreneurship as a venture traditionally
associated with a stereotypical masculine image. Despite the standard masculine image,
the National Association of Women Business Owners (NAWB) reported 12.3 million
women-owned businesses in 2020, compared to 402,000 in 1972 (Shepherd, 2020).
Despite these statistics, women in business are still an understudied group (Cohoon et al.,
2010). Further evidence from the Monthly Labor Review emphasizes that although there
are more women in business today than a decade ago, there is a notable gender gap at the
top of the corporate ladder (Soyars, 2017), as well as a shortage of minority female
leaders, particularly Hispanics (US Bureau of Labor Statistics, 2018). The NAWB
reports 87% growth in Hispanic women-owned businesses in 2020 (Shepherd, 2020). As
a result of this growth, there is a need to examine exemplary Hispanic entrepreneur
women to gain insight into their leadership practices.
Understanding Hispanic entrepreneur women and how they lead successful
businesses is essential to economic growth and development (Meyer & de Jongh, 2018).
To emphasize, the Women’s Business Enterprise Council reports that women produce
$1.8 trillion a year and employ nearly 9 million people (Barringer & Ireland, 2019;
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Shepherd, 2020). Nevertheless, limited research has focused on Hispanic entrepreneur
women (Sarason & Morrison, 2005). Understanding Hispanic entrepreneur women as
leaders can also be instrumental in transforming an organization’s culture (Panda
& Banik, 2020). A study conducted by Flabbi et al. (2016) reported that a company in
which the workforce is 20% female could boost overall sales per employee by 14% if a
female CEO was appointed.
Significant studies indicate that women have the soft skills needed to launch their
businesses by using a leader-centered approach, such as creating a shared vision, leading
by example, and encouraging the heart (Tariq, 2018; Wells, 1998). Similarly, Crowley’s
(2011) four principles emphasize the importance of emotions in business by building
highly engaged teams, connecting on a personal level, maximizing employee potential,
and valuing and honoring employee achievements. This study focuses on Crowley’s
(2011) four principles and their application by Hispanic entrepreneur women and how
they lead their organizations to accomplish extraordinary results. Understanding heartled leadership as mediated by exemplary Hispanic entrepreneur women will distinguish
strategies for other aspiring Hispanic entrepreneur women to follow. This study will add
to the limited body of research on Hispanic entrepreneur women and may serve as a
foundation for business training programs. Equally importantly, this study’s findings will
add to the body of literature related to women in business, entrepreneurship in minority
groups, and organizations and business professionals (Castillo, 2014).
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Operational Definitions
For this research, this section provides definitions to clarify the terms relevant to
the study.
Caring leadership. Caring leadership is showing kindness, empathy, and
understanding that builds relationships that bring people together around a common goal.
Caring leaders demonstrate warmth and genuine interest in people and treat others with
mutual acceptance and respect (McDowell, Williams, & Kautz, 2013; Tabor, Madison,
Marler, & Kellermanns, 2020; Tomkins & Simpson, 2015). Hispanic women. The terms
Hispanic and Latina are used interchangeably and refer to people of “Mexican, Puerto
Rican, Cuban, Central, or other Spanish culture or origin” (Smith-Hunter, 2006, p. 21).
Entrepreneur. An entrepreneur is defined as a person who has initiated a
business, is actively involved in managing it, and owns at least 50% of the firm (Heilman
& Chen, 2003).
Entrepreneurship. Entrepreneurship is the process of taking opportunities
beyond resource control and taking financial risks in a new venture (Walton, 2016).
Emotional intelligence. EI is the ability to recognize and understand one’s emotions and
those of others. EI contributes to managing behaviors, relationships, and social
difficulties that coincide with self-awareness, self-management, social awareness, and
relationship management (Bradberry & Greaves, 2009).

Exemplary leader. An

exemplary leader is someone set apart from their peers in a superior manner, suitable as
an example to model behavior, principles, or intentions (Goodwin, Piazza, & Rozin,
2014).
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Extraordinary results. Extraordinary results are those that are remarkable,
surprising, exceptional, and beyond what is usually expected.
Theoretical Definitions
Building a Highly Engaged Team
Building a highly engaged team involves using strategies that help people become
enthusiastically invested in and dedicated to work they believe is significant, meaningful,
and challenging. Relationships are built on emotional connection and shared vision, and
values and commitment are based on personal strengths and interests aligned with
organizational goals (Crowley, 2011; George & Stevenson, 1988; Rees, Alfes, &
Gatenby, 2013; Senge, Lichtenstein, Kaeufer, Bradbury, & Carroll, 2007)
Connecting on a Personal Level
Connecting on a personal level involves seeing and acting on behalf of others and
authentically communicating with the intention of adding value driven by humility,
concern, and love (Brown, 2015; Crowley, 2011; Hayward, 2015; Maxwell, 2010).
Maximizing Employee Potential
Maximizing employee potential is igniting emotional drivers by promoting
human well-being while proactively strengthening, teaching, and building people toward
high achievement (Burnett & Lisk, 2019; Crowley, 2011).
Valuing and Honoring Achievements
Valuing and honoring achievements is praising, acknowledging, recognizing, and
appreciating positive accomplishments as an expression of care through monetary or
nonmonetary rewards, which may lead to increased job satisfaction (Brun & Dugas,
2008; Crowley, 2011; Posamentier, 2008, p. 2; Tessema, Ready, & Embaye, 2013).
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Delimitations
Delimitations help readers understand how researchers have narrowed their study
scope. Delimitations address what is included and what will be left out of the study
(Roberts & Hyatt, 2019). For this phenomenological study, the research was delimited to
eight exemplary Hispanic entrepreneur women in Southern California. an exemplary
leader in this study is a leader who demonstrates at least four of the following criteria, the
first three are required:
1. Evidence of extraordinary results
2. A minimum of three years as an entrepreneur in their organization
3. Evidence of caring for people in the organization
4. Articles, papers, or materials written, published, or presented at conferences or
association meetings
5. Recognition by peers
6. Membership in a professional association in their field
Organization of the Study
This study includes five chapters. Chapter I introduces the study with a
description of the background, problem statement, research questions, significance of the
problem, and limitations. Chapter II explores the literature on leadership and EI,
entrepreneurship and leadership, women’s entrepreneurship, theoretical foundations, and
the theoretical framework. Chapter III discusses the chosen methodology, and Chapter
IV presents the findings. Finally, Chapter V provides findings and conclusions,
implications for action, and recommendations for future research.
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CHAPTER II: REVIEW OF THE LITERATURE
Chapter 2 introduces Mark Crowley’s heart-led leadership and its influence on the
workforce. It then delves into the history of leadership and offers an overview of several
leadership styles before exploring transformational leadership in the context of
entrepreneurship. Emotional intelligence and how it affects leadership practices is
discussed, followed by an examination of employee engagement, job satisfaction, and
motivation, emphasizing how leadership influences these elements. The chapter then
covers women in leadership and their influence before addressing women in business and
the characteristics that help them succeed. It then explores the theoretical framework of
Crowley’s (2011) four leadership principles. Finally, this chapter concludes with a
discussion of heart-led leadership as it relates to female entrepreneurs.
Review of the Literature
Traditionally, the workforce has primarily been motivated by monetary rewards,
but this paradigm has shifted in the 21st century (Crowley, 2011). According to a study
conducted by Gallup, money alone is no longer enough to keep the workforce engaged
(Gandhi & Robison, 2021). There is a demand for heart in leadership to support the
needs of the 21st century worker and “leaders whose intention is to respect, support, and
develop people will become the new and productive model” (Crowley, 2011, p. 9).
Bubenik (2019) identified leaders who led with the heart as those who put others first,
give hope to those who follow them, invest in their employees by supporting their
growth, build communities, not just companies, and show respect, even during stressful
times. Studies show that entrepreneurs and businesses can be compassionate leaders and
achieve profitability at the same time (Bubenik, 2019).
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Crowley (2011) argued that leading from the heart impacts employee
engagement, work performance, and job satisfaction. Leading with the heart creates a
unique organizational culture in which employees have strong relationships with their
leaders and higher levels of engagement, with the opportunity to be part of something
bigger than their role. These employees are more productive and less likely to leave
(Bubenik, 2019). As such, Crowley’s four leadership principles (building a highly
engaged team, connecting on a personal level, maximizing employee potential, and
valuing and honoring achievements) provide a unique framework that represents how
exemplary leaders lead with heart.
Crowley (2011) connects his four leadership principles to leading with heart by
categorizing the four principles as follows:
1. Hire people with heart: Build a highly engaged team.
2. Heart to heart: Connecting on a personal level.
3. Empower the heart: Maximize employee potential.
4. Inspire the heart: Value and honor achievements.
Crowley (2013) stated that a heart-based leadership approach can be perceived as
sentimental, weak, and not manly based on traditional masculine leadership styles.
However, research shows that the skills necessary to succeed in today’s world are
honesty, empathy, communication, appreciation, and collaboration, which are considered
the feminine side of human nature. Similarly, Kouzes and Posner (2006) indicated that
leaders need to take the time to encourage heart in others to obtain extraordinary results.
Crowley (2013) suggests that we have reached the end of the hyper-masculine era of
leadership, as these and many other feminine qualities are becoming more highly valued.
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According to Crowley (2013), leaders who lead from the heart demonstrate
specific qualities in their approach to leading. He identifies these essential qualities as
humility, empathy, trustworthiness, the ability to connect and maintain human networks,
willingness to speak openly and honestly, receptiveness to all people and concepts, ability
to change and adapt when circumstances require, courage to be human and make
mistakes, and a well-rounded sense of purpose.
Emotions in Business
In the past, emotions did not have a place in business or leadership, as they were
perceived as an unreliable source of information (Krishnaveni & Deepa, 2011).
According to Crowley (2011), this viewpoint was notable during the industrial age, when
a traditional leadership approach focused on guidance and direction but lacked emotion.
Authors such as Li, Sun, Taris, Xing, and Peeters (2021) indicated that leadership plays
an essential role in organizational outcomes. However, while the brain has been
recognized as the highest form of intelligence for many years, the heart has not received
the same attention as a way to motivate people to perform (Crowley, 2011). Using the
heart in a corporate setting has been associated with being soft, sentimental, and
unfavorable for driving profit. For centuries, science has focused on the heart as vital to
human life and as a vessel to pump blood. However, new research has demonstrated that
the heart is also a source where the human spirit resides and drives human achievement
(Crowley, 2011). According to Crowley (2011), “We need a new model of leadership for
a new age—a paradigm that acknowledges the humanity—the hearts—in people” (p. 1).
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Leadership Styles
Authors such as Kouzes and Posner (2006) indicate that leadership is a
relationship between those who aspire to lead and those who choose to follow. Effective
leadership styles are necessary to reduce attrition, influence followers to achieve desired
goals, and positively impact organizational effectiveness and performance.
Organizations need effective leaders who understand the rapidly changing global
environment (Nanjundeswaraswamy & Swamy, 2014). Although there are numerous
leadership styles, two prominent leadership theories are transactional and
transformational leadership, which most authors agree are different in concept and
practice (Odumeru & Ogbonna, 2013).
Transactional leadership. According to Nanjundeswaraswamy and Swamy
(2014), transactional leaders motivate followers through exchanges, such as
accomplishing work for a reward. Similarly, Odumeru and Ogbonna (2013) define
transactional leadership as a managerial leadership style whose primary focus is
supervision and performance. Transactional leaders are not motivated to change the
future; they are merely looking to get the job done by working within existing systems to
attain the organization’s goals (Odumeru & Ogbonna, 2013).
Transformational leadership. According to Balasuriya and Perera (2021),
transformational leadership is defined as the actions demonstrated by a leader to enrich
the values of followers and motivate them to go beyond the expected performance.
Nanjundeswaraswamy and Swamy (2014) described transformational leadership as an
approach that focuses on developing subordinates and their needs. Transformational
leaders inspire others to elevate their desire for achievement and perform beyond
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expectations while promoting the organization’s development (Balasuriya & Perera,
2021). A transformational leadership style allows leaders to connect with followers and
serve as role models by understanding the strengths and weaknesses of followers
(Odumeru & Ogbonna, 2013).
Authentic leadership. The history of authentic leadership dates back to ancient
Greek philosophy. Constructive leadership is needed in contemporary times, when the
environment is changing intensely, and the traditional way on how we lead no longer
work, and where the best leaders are transparent with their intentions (Luthans & Avolio,
2003). Authentic leadership is driven by ethical and moral perspectives, which are at the
core of what drives transformational leadership. According to Luthans and Avolio
(2003), authentic leadership is defined as a process that draws from positive
psychological capacities and a highly developed organizational context, which results in
great self-awareness and self-regulated positive behaviors from leaders and associates,
fostering positive self-development. Authentic leaders are confident, hopeful, resilient,
transparent, moral/ethical, and future-oriented and prioritize developing associates before
leaders. Authentic leaders are loyal and exhibit behaviors that positively transform or
develop associates into leaders themselves. The authentic leader does not try to
intimidate, persuade, or pressure their followers, but rather empowers them through
authentic values, beliefs, and behaviors that serve as a model for the development of
associates (Luthans & Avolio, 2003).
Servant leadership. The concept of servant leadership was developed over 40
years ago by Greenleaf (1970) as a leadership style with a focus on the development of
subordinates by mentoring and empowering them to create value outside of the
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organization. Servant leadership is a style in which leaders deliberately choose to put
followers’ needs, aspirations, and interests above their own. The philosophical basis of
servant leadership is a leader whose primary focus is to serve others first (Sendjaya
& Sarros, 2002). Similarly, Newman, Neesham, Manville, and Tse (2018) described
servant leadership behaviors as putting others first, building relationships with followers,
helping others develop and succeed, empowering followers, and ethically demonstrating
values for those outside the organization.
Entrepreneurial leadership. Although there is an abundance of research on
topics such as psychology and management, there is minimal focus on leadership in
entrepreneurship and small business management (Leitch & Volery, 2017). According to
Newman et al. (2018), entrepreneurial leadership is a leadership style in which leaders
influence and direct their followers to identify and explore entrepreneurial opportunities.
Entrepreneurial leaders advocate for and inspire their subordinates to experiment and
transform in the workplace and act as role models by engaging in entrepreneurial activity.
Similarly, researchers such as Galloway et al. (2015) define entrepreneurial leadership as
the ability to sustain innovation and adapt in high-paced and ambiguous situations.
Entrepreneurial leaders communicate the vision in terms of growth outcomes and engage
followers and other stakeholders in performing and achieving the vision. According to
Galloway et al. (2015), there are clear parallels between leadership and entrepreneurship
bodies of knowledge. For example, the literature shows that entrepreneurial leadership
leads to higher levels of creativity among top management teams and promotes the
innovative capability of new ventures (Leitch & Volery, 2017).
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Entrepreneurial success. Entrepreneurship is a field that has gained interest as an
academic discipline and career choice (Alstete, 2008). According to Walton (2016),
entrepreneurial success is the ability to empathize, communicate, convey value, lead
staff, and follow proven business models. Alstete (2008) reported that entrepreneur
success was the ability to build teams, find opportunities, tolerate risk, self-reliance, and
general enthusiasm to do exceptionally well. Jackson and Rodkey (1994) explained
entrepreneurial success as fundamental to a healthy economy and a foundation of job
creation, while McLaughlin (2013) provided evidence to support managerial competence
as a leadership skill that contributes to entrepreneurship. He identified these behaviors as
the ability to negotiate, manage resources, identify opportunities, maintain customers, and
lead teams.
Transformational leadership in entrepreneurship. A study conducted by Paladan
(2015) revealed that successful entrepreneurs exhibit a visibly higher inclination toward a
transformational leadership approach. According to Paladan (2015), successful
entrepreneurs believe that using a transformational leadership approach has a significant
impact on the success of their businesses. Dvir, Eden, Avolio, and Shamir (2002)
indicated that followers achieve better results under transformational leaders. As such,
there is a significant positive relationship between transformational leadership and
performance that leads to the success of a business (Aziz, Abdullah, Tajudin, &
Mahmood, 2013). Entrepreneurs use transformational leadership practices by sharing
and implementing their organization’s vision with their employees and instilling the
values and beliefs of the organization in their workforce. Entrepreneurs demonstrate a
sense of power and confidence in managing their business to build respect and pride for
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employees associated with it. They encourage employees to look for new ways to
accomplish their tasks and analyze problems while teaching, coaching, and developing
the strengths of their employees (Paladan, 2015).
Emotional Intelligence and Its Impact on Leadership Practices
In recent years, leadership and emotional intelligence have become hot topics in
management and organization research (Anand & Udayasuriyan, 2010). According to
Caruso and Salovey (2004), emotional intelligence is the ability to perceive, express, and
regulate emotions. Leadership implies the ability to influence, motivate, and enable
others to contribute to the effectiveness and success of the organization (Anand
& Udayasuriyan, 2010). Research shows that 75% of business success is propelled by
emotional intelligence (Ghosh & Rajaram, 2015). Salovey and Mayer (1990) explained
that individuals with high levels of emotional intelligence (EI) can pay in-depth attention
to emotions and manage them in a way that potentially benefits themselves and others.
Similarly, Bradberry and Greaves (2009) explained that high self-awareness allows
individuals to understand what motivates and satisfies them and those around them.
According to Bradberry and Greaves (2009), EI is the foundation for many
critical skills, such as decision making, time management, change management, social
skills, customer service, flexibility, accountability, and assertiveness. They found that EI
accounted for 58% of performance in all types of jobs. As per Caruso and Salovey
(2004), EI promotes effectiveness in managers by allowing them to communicate a
vision, build effective teams, plan and decide effectively, motivate individuals, promote
change, and create effective interpersonal relationships.
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According to Popovici, Mihai, and Moraru (2019), leaders who adopt EI skills are
seen as influential, motivational, charismatic, and essential for team building,
implementing change, and maximizing productivity. Authors such as Bradberry and
Greaves (2009) suggest that EI is the most vital driver of leadership. Thompson (2010)
suggested a strong relationship between EI and leadership performance, in which
individuals who hone EI characteristics are more likely to gain trust and build strong
relationships. McCleskey (2015) suggested leadership practices as a variable consisting
of leading by example, inspiring a shared vision, influencing others, and encouraging
heart.
According to George (2000), existing literature details leaders’ behaviors but does
not explicitly discuss the role of emotions in the leadership process. He contests the lack
of consideration of how leaders’ moods and emotions influence their effectiveness.
Research suggests that feelings play a more central role in leadership. When leaders
manage their emotions, it improves their decision making, problem solving, and
communication capabilities. According to Crowley (2011), a new leadership model is
needed—a paradigm that acknowledges humanity, hearts, and people.
Employee Engagement
Employee engagement relates to the level of commitment and connection an
employee has to an organization (SHRM, 2021). Researchers such as Balasuriya and
Perera (2021) suggest that employee engagement is the relationship between employees
and organizations. Crowley (2011), Popli and Rizvi (2016) explained engagement as a
force that drives human performance, noting that when people are highly engaged, they
are inclined to exhibit initiative, approach work passionately, and be committed to their
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organization. In addition, employee engagement goes beyond monetary compensation,
and describes a scenario in which employees are motivated to engage in the
organization’s goals as their own (Kruse, 2012). Research shows that employee
engagement is shaped by workplace culture, organizational communication, and
managerial styles, such as trust and respect, leadership, and company reputation (SHRM,
2021).
Engagement involves the cognitive connection that people have with their jobs,
resulting from two crucial components: emotional attachment to a job and behavioral
responses to those attachments. An individual’s degree of engagement in the workplace
depends on more than just what they think of their job. It is also significantly influenced
by emotions and how they comprehensively feel about their job (Crowley, 2011).
Furthermore, “emotions arouse feelings. Feelings influence movement and behavior”
(Crowley, 2011, p. 18). Kompaso and Sridevi (2010) advocated engagement as being
about passion, commitment, and the willingness to invest oneself and expand efforts to
help the employer prosper.
When engagement is lacking, there is a disconnect from work, and people feel
less compelled to put in extra effort (Crowley, 2011). Disengagement is seen in an
unwillingness to participate in company events or disconnection from peers. A
disengaged workforce tends to do the bare minimum, exclude themselves from
participating in social events outside the office, and resent their jobs (SHRM, 2021).
According to Crowley (2011), a disengaged workforce is miserable and performs beneath
their full potential, affecting business productivity. Table 1 provides a distinction
between the behaviors displayed by engaged and disengaged employees.
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Table 1:
Overview of behaviors of engaged and disengaged employees

Engaged behaviors

Disengaged behaviors

Optimistic

Pessimistic

Team oriented

Self-centered

Goes above and beyond

High absenteeism

Solution oriented

Negative attitude

Selfless

Egocentric

Shows a passion for learning

Focuses on monetary worth

Passes along credit but accepts blame
Accepts credit but passes blame
Website: Developing and sustaining employee engagement (SHRM, 2021).
Engaged employees are likely to go above and beyond, have an optimistic
outlook, show passion for what they do, and be team oriented, while disengaged
employees are pessimistic, self-centered, have negative attitudes, and are less likely to
participate in team-driven events (SHRM, 2021). According to a recent Gallup poll, 48%
of working Americans between September 2019 and March 2021 were actively job
searching or waiting for opportunities. In September 2019, 69% of employees who were
actively seeking work said they were disengaged from their existing positions, and by
March 2021, that number had risen to 74% (Gandhi & Robison, 2021). Research reveals
that disengaged employees have negative work experiences and are usually mismanaged
(Harter, 2021). Researchers such as Balasuriya and Perera (2021) propose that leadership
and employee engagement are linked.
Gallup found that career well-being was the foundation for increasing other
elements that impact workers’ mental and overall well-being (Harter, 2021). Additional
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drivers of employee engagement can be categorized as career development, recognition,
pay rewards, benefits, supportive environment, inclusion in decision making, formal
appraisals, and implementation of performance development plans. Leadership plays a
critical role in fostering employee engagement and impacting employee perceptions in
the workplace (Popli & Rizvi, 2016). One of Gallup’s recent findings suggests that
managers or team leaders account for 70% of the variance in team engagement.
Role of leadership in employee engagement. Crowley (2011) suggested that
leaders hire with heart to build highly engaged teams. They can help people grow and
contribute to maximizing their potential. According to AON Hewitt (2014), leaders hold
the key to employee engagement, and without strong leadership, it is difficult for
companies to excel. AON Hewitt (2014) reported that exemplary leadership was the
main distinction between average companies and the best employer organizations, and
that leaders play a contributing role in the employee engagement equation. Leaders who
take advantage of engaging the workforce and driving a culture of brand, reputation, and
performance help lead their teams and organization to growth and ensure better business
outcomes. Similarly, Rains (2020) suggested that leaders were accountable for keeping
teams inspired, informed, and working toward collective business goals. With the
challenges of the 2020 pandemic, employees need the support of leadership more than
ever, which begins with employee engagement. According to a study conducted by
Gallup in 2017, the impact of effective leadership led to about a 17% increase in
profitability, 41% fewer absences, and up to a 59% reduction in turnover for business
units with highly engaged teams (Rains, 2020). Evidence from various academic studies
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provides a connection between exemplary leadership and employee engagement (Popli
& Rizvi, 2016).
Job Satisfaction
According to Ali and Anwar (2021), job satisfaction is a key area of research for
organizational behavior. It is the component that helps identify how much people like
their job and is a driver of employee retention and productivity (Ali & Anwar, 2021).
Although pay is an essential driver of job satisfaction, it no longer ranks as number one
for most people (Crowley, 2011). Research conducted by Koubova and Buchko (2013)
suggests that personal life satisfaction is more important than job satisfaction and leads to
better work performance. Furthermore, Yadav and Yadav (2014) found that 50% of
work satisfaction was affected by the relationship between employees and their
employers. Similarly, Crowley (2011) indicated that the lack of healthy relationships
with managers left employees feeling undervalued and unappreciated, resulting in
minimal job satisfaction.
Leading with heart gives organizations and their leaders the ability to nurture
relationships and work collectively. “Emotional skill has been determined to be an
important asset to an employee” (Long, Yaacob, & Chuen, 2016, p. 547). Long et al.
(2016) findings suggest that emotional self-awareness, emotional expression, emotional
self-management, and emotional understanding contribute to job satisfaction. A study
conducted by Pandey and Sharma (2016) suggests that emotions play an essential role in
job satisfaction, as emotions are positively correlated to the working environment.
According to Hembree (2018), job satisfaction triggers longevity and productivity, the
desired outcome for most employees. Similarly, Crowley (2011) suggested that
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employees who were unhappy at work tended to rebel. A lack of job satisfaction can
impact productivity, creativity, and engagement.
Predictors of employee job satisfaction.Several factors determine employees’
job satisfaction, such as “pay, promotion, training and development, working conditions,
leadership styles, relationships with superior authority, job security, relationship with
colleagues, fairness, and nature of the job itself”. Other essential factors include flexible
work arrangements, employee empowerment, and encouragement (Irabor & Okolie,
2019).
Impact on employee retention. Retention of talented employees is critical for an
organization’s long-term health and success. Irabor and Okolie (2019), noted that job
satisfaction played a role in employee retention, an important element for the success and
survival of any organization. They addressed the importance of building work
environments that attract, motivate, and, more importantly, retain talented employees to
better position the organization in today’s competitive business world. According to
Ariella (2021), the top contributors to a high employee retention rate are flexible work
schedules, adequate compensation, and recognition for achievements. Other qualities
that help retain employees long-term are good benefits, opportunities for career growth,
and measures taken for the maintenance of a proper work–life balance.
According to the Harvard Business Review, four million Americans quit their
jobs in July 2021, causing employers to seek solutions for retaining people in the face of
this tidal wave of resignations during the global pandemic (Cook, 2021). Employees quit
their jobs due to frustrating work environments and unhelpful management. Gallup
reported that workers quit because they feel disengaged and disconnected from their jobs.
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Meanwhile, organizations spend an estimated $1 trillion yearly in the United States on
employee turnover (Ariella, 2021).
Employee Motivation
Getting people to do their best work can be one of the most challenging tasks for
managers (Nohria, Groysberg, & Lee, 2008). Motivation is either intrinsic or extrinsic.
Intrinsic motivation can be described as the process of motivation by work itself in that it
satisfies the personal needs of the employee and is self-generated. Extrinsic motivation is
gained through rewards, pay raises, praise, or promotions, which are efficient, but this
motivation does not last long (Ali & Anwar, 2021). In the past, workplace motivation
was achieved through paychecks, as workers needed to meet their most basic human
needs, such as putting food on the table and a roof over their heads. However, the
traditional approach to employee motivation is no longer relevant to the 21 st-century
worker. Once the basic needs of employees have been satisfied, their higher-level needs
for things like respect, recognition, and even fulfillment in the workplace become much
more valuable (Crowley, 2011).
Maslow’s Theory of Human Motivation. According to Maslow’s theory of
human motivation, individuals are motivated by a pyramid of needs. Maslow suggests
that lower levels of security must first be met before higher levels can be achieved
(Mcleod, 2007). The hierarchy of needs consists of five stages: physical needs, safety
needs, love and belongingness needs, esteem needs, and self-actualization (Maslow &
Lewis, 1987). Employees are looking to achieve higher levels on this pyramid, so they
are seeking more than job security and a stable paycheck; they desire recognition and
respect to feel fulfilled in the workplace (Crowley, 2011). Maslow suggested that
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individuals are motivated to achieve specific needs, and some take precedence over
others (Mcleod, 2007).
When applied to an organizational environment, Maslow’s theory combines
salary, benefits, business culture, and how management is carried out into a coherent
whole. Improving employee compensation, fulfillment, empowerment, and managerial
support improves employee performance. an organization can compensate its employees
in two ways: material or economic rewards, and emotional or psychological rewards.
Neither is enough on its own, and money incentives do not produce psychological ones
(Stewart, Nodoushani, & Stumpf, 2018). Figure 1 illustrates Maslow’s hierarchy of
human needs and the five stages of human motivation.

Figure 1: Hierarchy of needs five-stage model. Adapted from Maslow’s hierarchy of
needs by (Mcleod, 2007).
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Hierarchy of needs five-stage model. The hierarchy of needs begins with the
first stage of psychological needs, which characterizes that an employee’s psychological
requirements are met by the money they receive. Employees must have a thorough grasp
of their compensation to have their psychological needs met (Stewart et al., 2018). Next,
job security and defined possibilities are examples of safety needs, the second stage.
Some employers manage Maslow’s hierarchy of needs by focusing on the lowest safety
needs because most workers rely on their income to survive. Employers have a
quantitative advantage over their employees, as employees require their weekly payments
more than a business needs specific employees (Stewart et al., 2018). The third stage of
belonging and love needs is a healthy and positive work culture that allows people to
create relationships can satisfy belonging and love needs (Stewart et al., 2018). The
fourth stage, esteem needs, is positive management relationship with workers that makes
them feel valued and competent in their jobs can meet their esteem requirements (Stewart
et al., 2018). Lastly, the fifth stage of self-actualization needs are more challenging to
meet, and management must actively engage motivated individuals in work that fulfills
their potential, such as promoting a motivated employee to a more difficult job (Stewart
et al., 2018).
Nonmonetary Incentives
Some employers use nonmonetary incentives to increase motivation and provide a
positive culture that cares for and supports their employees, directly impacting workplace
satisfaction (Abdullah & Wan, 2013). Ballentine, McKenzie, Wysocki, and Kepner
(2003) suggested that the needs of the workforce were diverse: some workers prefer
flexible schedules, part-time hours, and temporary hours, while others prefer professional
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development, feedback, tangible feedback rewards, and attentive employers. According
to Jeffrey (2004), nonmonetary incentives, such as awards, may provide motivation and
job satisfaction, as employees may be driven by an emotional response to earn the
incentive rather than a logical response.
Work–life balance. Work–life balance is the equilibrium between different life
domains. An employee’s personal life can influence job performance, and job
performance can also impact an employee’s personal life (Koubova & Buchko, 2013).
Programs such as childcare, flexible hours, travel opportunities, education support, and
working from home can contribute to efficiency in the workplace (Benito-Osorio,
Muñoz-Aguado, & Villar, 2014). In trying to toggle between personal and professional
environments, employees can be found in a constant struggle to balance work and life
commitments. This concept explores an individual’s limited resources, such as energy,
time, and money, and how an individual can manage a satisfactory personal life and be a
high performer in an organization (Koubova & Buchko, 2013).
According to Koubova and Buchko (2013), developing emotional and social skills
can help regulate emotions in one’s personal life and result in higher work performance.
Abu Bakir (2018) highlighted that leaders with higher EI skills empathize with their
employees and provide work–life balance activities. According to Kasbuntoro et al.
(2020), many companies offer programs and resources that involve childcare, health and
welfare of employees, family-friendly benefits, flextime, job sharing, and telecommuting
to support work–life balance. Kasbuntoro et al. (2020) suggested that work–life balance
is a vital consideration, as it can impact an employee’s productivity. A study they
conducted in 2020 revealed that work–life balance significantly influences job
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satisfaction. Crowley (2011) advised that having a tightly controlled work life can kill
the spirit and impact employee engagement.
Impact of work–life balance. Work–life balance can have a positive impact in the
labor force, such as “retaining skillful employees and achieving a higher return on
investment” (Benito-Osorio et al., 2014, p. 220). When employees have a positive
work–life balance, it generates desirable work values, increases efficiency, and enhances
productivity (Kanwar, Singh, & Kodwani, 2009).
Expression of care in monetary rewards. According to Harunavamwe and
Kenegoni (2013), monetary rewards include base pay, merit pay, incentives,
commissions, bonuses, and health allowances. Monetary rewards can be an influential
contributing factor to employee motivation and performance (Aguinis, Joo, &
Gottfredson, 2013). Monetary rewards also serve as essential incentives for work
motivation, because employees can purchase the numerous things they need and desire
(Robbins, Odendaal, & Roodt, 2003). Research shows that for most of the workforce,
regular pay is necessary to meet basic physiological and safety needs (Harunavamwe &
Kanengoni, 2013).
Langton and Robbins (2007) argued that individuals should perceive the monetary
reward as significant to be motivated by it. For money to motivate, the difference in pay
between a high performer and an average performer should be significant. With that in
mind, many organizations face problems when attempting to understand the relationship
between rewards and motivation.
Employee incentive programs. According to Sandhya and Kumar (2011),
employee reward programs enhance employees’ motivation levels. Recognition, such as
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employee of the month or other performance awards, holds significance for employees,
and adding an award in terms of gifts or money can add meaningful value. Other
elements that contribute to employee motivation include career development plans in
which employees can enhance their knowledge and feel motivated to perform for career
progression (Sandhya & Kumar, 2011). Women in Leadership
Researchers like Henry, Foss, Fayolle, Walker, and Duffy (2015) have
highlighted the diversity and complexity of women’s entrepreneurial leadership and
suggest it is both economically and contextually rooted, and valuable for further scholarly
attention. (Henry et al., 2015) suggested that traditional views of female entrepreneurs,
such as their being less capable than their male counterparts, are outdated and inaccurate.
A study by Grigsby-Williams (2018) supports the idea that, although the number of
women in leadership positions and entrepreneurship has increased in the 21 st century,
there is minimal information regarding this new phenomenon. Chisholm-Burns, Spivey,
Hagemann, and Josephson (2017) found that women represented about half of the US
population and half of the labor force. They provide the primary source of income in
over 40% of households, and nearly 60% of women hold bachelor’s and master’s
degrees, 50% hold doctoral degrees, and about 50% have managerial professional-level
jobs. Despite their advanced degrees and ample workforce presence in professional
sectors, including healthcare, business, and higher education, women are often absent
from leadership roles as chief executive officers, board members, presidents, and deans
(Chisholm-Burns et al., 2017).
Impact of women in leadership. According to a study conducted by Flabbi et al.
(2016), women are almost 10 times less represented than men in top organizational
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positions. Studies have shown that female employees at the top of the wage distribution
receive higher wages when employed by a female CEO than by a male CEO (Flabbi et
al., 2016). Furthermore, Flabbi et al. (2016) discovered that female leaders improved the
allocation of female talent within an organization by counteracting preexisting statistical
discrimination from male leaders. Authors such as Chisholm-Burns et al. (2017) have
indicated that when women thrive, organizations thrive, and nations thrive as well.
Women in Entrepreneurship
Women are becoming entrepreneurs and are stepping away from traditional
economic and societal roles. In the United States, from 1987 to 1999, the number of
women-owned businesses increased by 103%, employment by women entrepreneurs
increased by 320%, and sales grew by 436% (Coughlin & Thomas, 2002). Furthermore,
Coughlin and Thomas (2002) explained that women-owned businesses in the United
States generate more than $3.6 trillion in annual sales and employ more than the entire
Fortune 500. Although the number of women-owned businesses is still small compared
to men-owned businesses, they play an important role in the entrepreneurial landscape
(Coughlin & Thomas, 2002; Flabbi et al., 2016).
According to Coughlin and Thomas (2002), women often lack capital,
procurement opportunities, training, mentors, and respect, but what they do not lack is
will. Despite these barriers, women are starting businesses globally in record numbers.
Because of their unique leadership style, women-run businesses usually provide a caring,
cooperative work environment in which individual growth and development are fostered.
Another observation worthy of reflection is the convergence of a new paradigm of
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management and a leadership style typical of women throughout the world (Coughlin &
Thomas, 2002).
According to Kimbarovsky (2017), entrepreneur women are prominent
collaborators and empathize, allowing them to listen and accurately pick up nonverbal
cues. Collaboration is an essential skill because individuals rarely build companies alone,
and the most successful companies are built by great collaborative teams (Kimbarovsky,
2017). These skills also help women become better teammates and stronger leaders.
Entrepreneur women tend to be more attentive to their employees’ needs, aspirations, and
personal lives and have the ability to manage conflict, communicate, and build
relationships (Kimbarovsky, 2017; Walton, 2016). Additionally, entrepreneurial women
run their businesses with a leadership style that prioritizes a caring and cooperative work
environment and promotes individual development (Coughlin & Thomas, 2002).
Why women are motivated to become entrepreneurs. Researchers have studied
the motives and causes for men to start businesses over the last few decades (Birley &
Westhead, 1990; Hisrich & Brush., 1987; Scheinberg & MacMillan, 1988). However,
there are few studies addressing women entrepreneurs and the contributing variables that
lead women to establish firms, or that analyze the challenges experienced by women
entrepreneurs, or that make recommendations to develop their potential and increase their
chances of business success (Daud, 2004; Ahmad, Mansor, Ahmad, & Ali, 2006).
Although there is minimal research on this phenomenon, a study conducted by Cohoon et
al. (2010) suggested that women who decided to venture into entrepreneurship were
motivated predominantly by five financial and psychological factors: (1) the desire to
build wealth, (2) the desire to capitalize on a business idea, (3) the appeal of start-up
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culture, (4) the desire to own their own company, and (5) the lack of appeal in working
for someone else.
Similarly, Rahim, Fabeil, and Sung (2017) identified the factors that motivated
women entrepreneurs as family support, education, work experience, self-satisfaction,
ambition, and motivation to change family fortunes. A study conducted by Bula (2012)
found that education was a factor in women entrepreneurs’ motivation and performance.
She found that women’s education and professional experience led them to set up
companies. Similarly, a study conducted by Lee (1997) found that education could
influence women to initiate ventures. According to Kuratko and Hodgetts (1989), most
women entrepreneurs have completed studies at colleges and universities. According to
(Dolinsky, Caputo, Pasumarty, and Quazi (1993), educational achievement at different
levels affects women involved in entrepreneurship and sustains their careers. However,
women who lack education often face financial problems that limit the growth of their
businesses. Educational background and knowledge of new technology or innovation
motivate women to generate ideas and implement them appropriately.
Traits of successful entrepreneurial women. According to Kimbarovsky (2017),
successful female entrepreneurs and business owners share a number of traits. They are
great collaborators and empathetic, allowing them to listen and pick up nonverbal cues
more accurately. Collaboration is an essential skill because individuals rarely build
companies alone, and the most successful companies are built by collaborative teams.
These skills also help women become better teammates and stronger leaders.
Entrepreneurial female leaders tend to be attentive to their employees’ needs, aspirations,
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and personal lives, subsequently leading to lower turnover, higher job satisfaction, and
increased productivity (Kimbarovsky, 2017).
Another characteristic of female entrepreneurs is that they are not afraid to ask for
help. Despite the common perception that males take greater risks, more than 87% of
women identify as risk takers. Women are more likely than men to seek help when they
need it, especially when analyzing possible risks. Because women hesitate less when
they need help, they are more likely to avoid making some of the mistakes made by men
who refuse to seek help. Many women surround themselves with mentors and other
successful entrepreneurs who can stimulate creativity or provide advice because they
strike a balance between taking risks and asking for support (Kimbarovsky, 2017).
Furthermore, research by Lee-Gosselin and Gris (1990) discovered that 33% of female
entrepreneurs had prior employment experience. Women who venture into
entrepreneurship hold education, administrative, secretarial, creative, marketing, sales,
consulting, financial, and executive positions (Rahim et al., 2017).
Hispanic female entrepreneurs. Martinez-Restrepo and Stengel (2017), claims
that Hispanic women contribute more to the economy than their non-Hispanic White
women counterparts, and understanding the diversity of Hispanic female entrepreneurs is
critical to unlocking their economic potential. Hispanic women may feel compelled to
establish a company because of high unemployment rates and extended periods of
unemployment. They face additional obstacles when starting and running enterprises
with their own money, and they are less likely to secure business loans with collateral
(Martinez-Restrepo & Stengel, 2017). According to Sarason and Morrison (2005), there
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are expanding opportunities for Hispanic entrepreneur women, and the academic
community must not just report on these opportunities but also help expand them.
Educational attainment. Researchers Martinez-Restrepo and Stengel (2017) and
Lee (1997) agree that education is a key predictor of entrepreneurs’ success. Any
entrepreneurial venture’s performance, expansion, and profitability are influenced by two
factors: mathematical abilities and reading comprehension. Furthermore, those with
college degrees are more likely to expand their enterprises, raise revenues, and recruit
staff than people with only a high school diploma or who did not finish high school.
According to the data, 28.1% of Hispanic women-owned businesses have a bachelor’s
degree or above, compared to 46.1% of non-Hispanic white female business
owners.Theoretical Framework
Leading from the Heart
Bringing heart into workplace leadership is usually regarded as an ineffective and
weak approach that fundamentally affects productivity and profitability (Crowley, 2013).
However, emotions are critical in driving revolutionary change. Crowley (2011)
expressed that the traditional leadership approach is no longer relevant, and his four
leadership principles emphasize a unique framework needed for leaders to lead from the
heart and obtain extraordinary results. His leadership approach suggests that leading
from the heart is a more effective and sustainable model in which employees feel fully
supported and engaged. “Leadership of the heart is great for business and drives
uncommon performance” (Crowley, 2011, p. 122). Similarly, Spaulding (2015)
suggested that heart-led leaders are humble, genuine, sincere, transparent, and vulnerable.

43

In that regard, Crowley (2011) proposed that the traditional approach to
motivating human behavior caused disconnection from what employees need. Crowley’s
four principles offer a style that provides employees with personal fulfillment from work
and establishes a much greater sense of well-being to thrive. Additionally, the
framework emphasizes the importance of using the heart to engage employees as a
sustainable and effective model. Crowley (2011) indicated that leading with heart was
not soft or sentimental and was necessary to restore worker commitment to the ambitions
and goals of their organizations. As such, the theoretical foundation of this study focuses
on the use of Crowley’s four leadership principles: building a highly engaged team,
connecting on a personal level, maximizing employee potential, and valuing and
honoring achievements.
Building highly engaged teams. Researchers such as DuFour (2006) defined
engaged teams as those with employees who interact and organize their work together to
maximize positive outcomes. According to Crowley (2011), building highly engaged
teams begins with hiring people who will put their heart into their work. As such,
managers need to hire with heart to find people who exhibit passion, demonstrate a
genuine desire to perform, and reflect an aptitude to succeed. Similarly, Musselwhite
(2007) suggested that building and leading high-performing teams is an essential
leadership competency for any organization, especially in small to midsize businesses.
Musselwhite (2007) also contended that three important competencies for building highly
engaged teams are as follows:Promoting shared goals: the team needs to understand its
shared goals and what each member brings to the team that is relevant and crucial to its
overall success.
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2. Ensuring the team has adequate knowledge: the team must be informed of the
goals relevant to the team’s objectives and understand individual job
competencies.
3. Facilitating effective interaction: clear communication ensures effective
problem solving, decision making, and effort coordination.
Leaders who focus on promoting communication and knowledge see their jobs
transform from one that requires constant management to one that allows the leader to
focus on serving the needs of the team and each team member (Musselwhite, 2007).
Building a highly engaged team means using strategies that help people become
enthusiastically invested in and dedicated to work they believe is significant, meaningful,
and challenging, where relationships are built on emotional connection and shared vision,
and where values and commitment are based on personal strengths and interests aligned
with organizational goals (Crowley, 2011; George & Stevenson, 1988; Rees et al., 2013;
Senge et al., 2007).
Strategies for motivating employees. The emphasis on team development and
trust is a crucial part of the team-building paradigm. It is vital to create an effective team
in which workers feel engaged and connected in their jobs and part of a larger shared
goal. Crowley’s hiring suggestions consider connection to particular tasks, recommended
professional development, and selection of certain personnel for collaborative work
(Wheelan & Kesselring, 2005). Although Crowley alludes to this component in terms of
hiring the correct employee, (Harvey & Drolet, 2004) work defines effective teams in
terms of their purpose-driven commitment to a shared objective of team members,
whether they are already on the team or freshly recruited.Connecting on a personal
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level. In the past, there has been a belief that leaders should not get too close to their
employees as it may cloud their judgment and interfere with their ability to make tough
decisions (Kouzes & Posner, 2006). However, Crowley (2011) suggests that connecting
with employees is necessary if leaders want exceptional results. Leaders must take the
opportunity to schedule uninterrupted time with their employees to learn more about
them through individual and personal interactions. This allows leaders to connect with
their employees and “gain insight into what motivates and inspires them in their lives”
(Crowley, 2011, p. 80). Huang, Yeomans, Brooks, Minson, and Gino (2017) found that
conversation was a fundamental human experience, essential for engaging in
intrapersonal and interpersonal goals across numerous contexts, relationships, and modes
of communication. As such, leadership requires a resonant connection with others over
matters of the heart (Kouzes & Posner, 2006). Connecting on a personal level involves
seeing and acting on behalf of others and authentically communicating with the intention
of adding value. It is driven by humility, concern, and love (Brown, 2015; Crowley,
2011; Hayward, 2015; Maxwell, 2010).
Effective ways entrepreneurs connect with employees. Delaney (2018) stated that
entrepreneurs must understand employees’ needs, wants, or challenges; failure to do so
jeopardizes business success. Delaney (2018) suggested that connecting with employees
is crucial for top business leaders who build world-class connections with their teams.
According to Delaney (2018), a powerful way to build any relationship is to make
someone feel valued by listening to them, and giving employees a voice and a vote,
which is an instrumental way to connect with the workforce. Furthermore, Gary
Vaynerchuk, founder and CEO of Vayner Media (700+ employees with over $100
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million in annual revenue), asserts that a characteristic of a good leader is asking
questions and showing employees that they are recognized and are more than just cogs in
a wheel. Dottie Herman, CEO of Douglas Elliman, a real estate brokerage empire with
more than $27 billion in annual sales, indicates that leaders need to get involved in dayto-day business operations by understanding what is happening at each business level.
She stated that leaders need to leave their executive floor, diving into making people feel
valuable to the company and hearing their points of view. Just as important, Steve
Griggs, founder and CEO of Steve Griggs Design, suggests that leaders must lead by
example and help get the job done (Delaney, 2018).
Maximizing employee potential. There is a need for 21st-century leaders to
focus on each employee and their individual development as humans (Crowley, 2011).
Correspondingly, the significance of human development is represented in Maslow’s
hierarchy of needs, in which the need for self-actualization drives individuals to achieve
their full potential (D'Souza & Gurin, 2016). According to Crowley (2011), employee
dissatisfaction is correlated with a leader’s inability to maximize their full potential.
Organizations with exemplary leaders who lead from the heart have highly engaged
employees who meet their full potential at work (Crowley, 2011). Therefore, a
fundamental principle of leading from the heart includes maximizing employees’
potential by meeting their human needs.
Kouzes and Posner (2006) emphasized that the best leaders were teachers.
Encouraging, teaching, and building people toward high achievements are essential skills
of leaders who focus on maximizing their employees’ potential (DiLiello et al., 2006).
Additionally, White, Harvey, and Fox (2016) emphasized that showing care,
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demonstrating respect and interdependence, being responsive, creating transparency,
creating clarity, practicing accountability, listening and asking questions, extending trust,
and being trustworthy are helpful strategies for leaders to employ when developing their
followers. Research has shown that exemplary leaders can encourage the development of
followers to maximize their potential by building strong relationships with them (Horner,
1997). Maximizing employee potential means igniting emotional drivers by promoting
human well-being while proactively strengthening, teaching, and building people toward
high achievement (Burnett & Lisk, 2019; Crowley, 2011).
Valuing and honoring achievements. According to Crowley (2011), leaders
need to recognize employees’ accomplishments by providing appropriate recognition that
is authentic and heartfelt. He stated that “feeling valued is essential to the well-being of
all people and to the spirit which motivates performance” (Crowley, 2011, p. 121).
Crowley (2011) highlighted that positive acknowledgment and praise increase job
satisfaction and feelings of self-worth among employees. Recognizing and appreciating
accomplishments is identified as communication that positively values individuals and
their achievements (Semmer, Meier, & Beehr, 2016)). The core of recognizing and
appreciating positive accomplishments is to build an environment where communication,
esteem, acknowledgment, and respect for the individual and their achievements are at the
forefront (Pfister et al., 2020). Valuing and honoring achievements means praising,
acknowledging, recognizing, and appreciating positive accomplishments as an expression
of care through monetary and nonmonetary rewards, which may lead to increased job
satisfaction (Brun & Dugas, 2008; Crowley, 2013; Posamentier, 2008; Tessema et al.,
2013).
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Praising and acknowledging achievement. One model of providing praise is
handwritten notes. Writing a note to an employee allows them to experience praise in a
tangible way, with no cost to the supervisor (Rao, 2014). The personal note goes beyond
praise alone. It also confirms Crowley’s previously defined second principle of
connecting on a personal level. For employees, receiving a personal note establishes a
more intimate personal relationship between supervisor and employee, as it establishes
the supervisor’s commitment of time and effort to support and recognize the employee
(Crowley, 2011). Heart-led Leadership in Female Entrepreneurs
Authors such as Coughlin and Thomas (2002) suggest that women are stepping
away from traditional economic roles and venturing out to run their own businesses.
Exemplary entrepreneurial women run their businesses with a leadership style that
demonstrates a caring, cooperative work environment and promotes individual growth
and development. According to Walton (2016), successful entrepreneurs have the
capacity to empathize, manage conflict, communicate, and build relationships, which
corresponds with Crowley’s four leadership principles. Furthermore, women are
associated with high EI, which is increasingly associated with success (Rosenthal, 2018).
Women may have stronger skills and knowledge compatible with controlling their
emotions (Panda & Banik, 2020), which is essential to leading from the heart.
According to a study by Grigsby-Williams (2018), female entrepreneurial leaders
guide their leadership styles through a transformational leadership approach. They use
transformational leadership practices by sharing and implementing their organization’s
vision with their employees and instilling the values and beliefs of their organization in
their workforce (Paladan, 2015). Entrepreneurs display a sense of power and confidence
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in managing their businesses to build respect and pride for the employees associated with
the business. Additionally, they encourage employees to look for new ways to
accomplish their tasks and analyze problems while teaching, coaching, and developing
their strengths (Paladan, 2015).
Summary
This review of the literature emphasizes the importance and efficacy of heart-led
leadership, as well as its impact on entrepreneurial leadership. This chapter outlines
several leadership styles and their influence on employee engagement, job satisfaction,
employee motivation, and retention. The findings provide an outline of how
transformational leadership is related to Crowley’s unique heart-led leadership
framework. The findings also reveal that entrepreneurial leadership is related to
Crowley’s four heart-led leadership principles: building a highly engaged team,
connecting on a personal level, maximizing employee potential, and valuing and
honoring achievement to achieve extraordinary results. A synthesis Matrix (see
Appendix A) was used to organize and review the key variables of Crowley’s four
principles, as found in the literature.

50

CHAPTER III: METHODOLOGY
Overview
Chapter III provides a review of the methodology used for this study. According
to McMillian and Schumacher (2010), methodology describes the research design and
helps generate new theories, understand processes, or describe a phenomenon. A
research design is a procedure for collecting, analyzing, interpreting, and reporting data
in research studies (Creswell, 2014). This chapter contains an overview, purpose
statement, and research questions, as well as the research design, methodology,
population and sample, instrumentation, and data collection. This research is part of a
thematic study. Throughout the research, the term peer researchers refers to the 14
University of Massachusetts Global doctoral students who operated under the guidance of
five faculty chairs collaborating on the design and implementation of this thematic study.
Purpose Statement
The purpose of this phenomenological study was to describe how exemplary
Hispanic entrepreneur women lead from the heart using Mark Crowley’s four principles
(building a highly engaged team, connecting on a personal level, maximizing employee
potential, and valuing and honoring achievements) to accomplish extraordinary results in
their organizations.
Research Questions
Based on Crowley’s four principles of building a highly engaged team,
connecting on a personal level, maximizing employee potential, and valuing and
honoring achievements to accomplish extraordinary results, the following research
questions were developed:
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1. How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by building a highly engaged team?
2. How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by connecting on a personal level?
3. How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by maximizing employee potential?
4. How do exemplary Hispanic entrepreneurial women lead from the heart to
accomplish extraordinary results by valuing and honoring achievements?
Research Design
According to Patten and Newhart (2018), research methods are the building
blocks of a scientific enterprise and are designed to be systematic and minimize biases.
For this study, a qualitative research design was most appropriate, as it allowed the
researcher to describe the lived experiences of exemplary Hispanic entrepreneur women
and how they lead from the heart to accomplish extraordinary results. According to
McMillan and Schumacher (2010), a qualitative approach emphasizes gathering data on
naturally occurring phenomena obtained through observations or interviews. Therefore,
most of the data are in the form of words rather than numbers. A variety of methods are
used within the qualitative research design.
With that in mind, the qualitative design used in this study will encompass a
phenomenology model. According to McMillan and Schumacher (2010), this approach
describes the meanings of lived experiences. A phenomenology approach aims to
transform lived experiences into descriptions of their fundamental nature, allowing for
reflection and analysis. Similarly, Creswell (2014) described a phenomenological
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approach as identifying human experiences about a phenomenon described by
participants in a study.
Results gathered from qualitative research are typically presented through words,
most commonly by interviewing people and analyzing the data by reviewing interview
transcripts and field notes. Qualitative studies allow researchers to identify themes in the
data, identify concepts, and analyze the phenomena under study. Additionally,
qualitative research relies significantly on the interpersonal skills of the researcher, which
include building trust, maintaining good relations, being nonjudgmental, and respecting
the norms of the situation (McMillan & Schumacher, 2010).
Rationale for Methodology
The phenomenon of this study includes Crowley’s four principles (building a
highly engaged team, connecting on a personal level, maximizing employee potential,
and valuing and honoring achievements) to accomplish extraordinary results. The
researcher used the phenomenological approach to illuminate the four principles and how
Hispanic entrepreneur women utilize them to run successful enterprises. As described by
Patton (2015), this approach requires thoroughly capturing and describing how people
experience a phenomenon, perceive it, describe it, feel about it, judge it, remember it, and
make sense of it.
The phenomenological approach allowed the researcher to capture the lived
experiences of a sample of exemplary Hispanic entrepreneur women. Creswell (2014)
describes a qualitative research design as collecting data through examining documents,
observing behaviors, or interviewing participants. As such, a qualitative
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phenomenological approach was most suitable and allowed the researcher to focus on
understanding the meaning that the participants held of Crowley’s four principles.
Population
A population consists of a group to which the results of a study can be generalized
(McMillan & Schumacher, 2010). Populations can be large, and it is often impractical
for researchers to reach every member (Patten & Newhart, 2018). The population for this
phenomenological study is women entrepreneurs. Statistics show that women-owned
businesses have increased by 114% in the last 20 years and there are roughly 1.3 million
women-owned businesses in California (Kuadli, 2021).
Target Population
The target population is a group from which a researcher tries to draw
conclusions. It is a subset of the general population that the researcher wants to know
more about. Many research studies require specific groups of interest to make decisions
based on their findings. Most often the larger population is too large to include as
participants in the study and it is necessary to identify a smaller sub-set of the population
that is accessible to the researcher. According to Creswell (2014), the target population
refers to a list of items or individuals forming a population from which a researcher
draws conclusions. The target population for this study is Hispanic entrepreneur women
in California, which is the state with the highest percentage of Hispanic women-owned
businesses (Kuadli, 2021). As of 2012, there were approximately 91,000 Hispanic
women-owned businesses reported in California (Latina Women-Owned Businesses,
2012).
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Sample
The sample is considered a group of subjects from whom data are collected to
represent a specific population (McMillan & Schumacher, 2010). The sample population
in the study supports the accuracy of the inferences made; however, the time and
resources necessary to recruit those participants can be costly (Creswell & Creswell,
2020). Creswell (2010) suggests that the sample size falls between 3-12 participants for
phenomenological research. In qualitative research, the approach differs from
quantitative, where the study relies on the richness of data and not the quantity of data to
analyze. With the guidance of faculty advisors, the team of peer researchers agreed on a
sample size of eight participants.
The sample for this research included eight exemplary Hispanic entrepreneur
women in the Southern California region. The sampling method for this study was
purposeful sampling, which McMillan and Schumacher (2010) described as researchers
selecting specific characteristics from the population representing the topic of interest.
Additionally, the researcher used criterion sampling to select the sample based on preestablished criteria. As such, an exemplary leader in this study is a leader who
demonstrates at least four of the following criteria, the first three are required:
1. Evidence of extraordinary results
2. A minimum of three years as an entrepreneur in their organization
3. Evidence of caring for people in the organization
4. Articles, papers, or materials written, published, or presented at conferences or
association meetings
5. Recognition by peers
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6. Membership in a professional association in their field

Target Population
• 1.3 million
women-owned
businesses in
California
Population

• 91,000
Hispanic
women-owned
businesses in
California

• 8 exemplary
Hispanic
entrepreneur
leaders
Sample

Figure 2: Description of sample
Sample Selection
After approval from the Institutional Review Board (IRB), the sampling process
took place, and the following describes the process used for subject selection:
1. The researcher created a list of predetermined criteria for participation in the
study.
2. The researcher identified professional organizations and networking groups,
such as LinkedIn and Facebook groups, with a women entrepreneur
presence.
3. Once the participants were identified, the researcher reached out to
determine if they met the sample criteria of exemplary entrepreneur leaders
and their willingness to participate in the study.
4. The researcher also checked social media and professional sources to
validate that the participants met the criteria.
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5. Once eight candidates were identified and agreed to participate in the study,
the researcher sent the informed consent form (Appendix ) and Zoom link to
schedule a one-hour interview.
6. The participants were provided with an interviewee guide (Appendix B) and
the UMass Global Research Participant’s Bill of Rights (Appendix C).
Instrumentation
According to McMillan and Schumacher (2010), a key characteristic of qualitative
research is that scholars collect data directly from the source. Results for qualitative
work are often conveyed in narrative format because respondents provide answers in their
own words and can provide insights into research topics that are hard to reach (Patten &
Newhart, 2018). The five primary methods for gathering qualitative data are observation,
interviews, questionnaires, document reviews, and the use of audio-visual materials. The
qualitative interviews may take several forms: informal conversational interviews, an
interview guide approach, and the standardized open-ended interview (McMillan
& Schumacher, 2010).
For this phenomenological study, semi-structured and open-ended interview
questions were used to investigate how exemplary Hispanic entrepreneur women lead
from the heart using Crowley’s four principles (building a highly engaged team,
connecting on a personal level, maximizing employee potential, and valuing and
honoring achievements) to accomplish extraordinary results in their organizations. Patten
and Newhart (2018) suggested that interviews were the most commonly used measure for
collecting data in qualitative research. Although interviews vary from structured to
unstructured, the most commonly used form is a semi-structured interview approach,
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which allows the researcher to develop an interview protocol in advance. The interview
protocol allows researchers to have written directions for conducting the interviews,
scripts to begin the interviews, question prompts, and other notes to aid the interviews in
maintaining consistency.
Interview Protocol
The interview protocol served as an instrumentation tool for this
phenomenological study. According to McMillan and Schumacher (2010), techniques
used to ensure good qualitative questions include utilizing an interview script evaluated
by experienced interviewers, interview guide field testing, and revision of initial
questions for final phraseology. As such, the questions used in the interviews were
formulated through a collaborative approach with a thematic team to capture the lived
experiences of exemplary leaders who use Crowley’s four principles. The interview
questions were developed to align with the principles (building a highly engaged team,
connecting on a personal level, maximizing employee potential, and valuing and
honoring achievements). The researcher utilized a synthesis matrix (Appendix A) to
organize and review the key variables of Crowley’s four principles, as found in the
literature.
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Table 2:
Interview Question Alignment with Study Variables
Variables

Interview Questions

1. Building a highly engaged team (Crowley,
1–3
2011; George & Stevenson, 1988; Rees et al.,
2013; Senge et al., 2007)
2. Connecting on a personal level (Brown,
2015; Crowley, 2013; Hayward, 2015;
Maxwell, 2010)

4–6

3. Maximizing employee potential (Burnett
& Lisk, 2019; Crowley, 2011)

7–9

4. Valuing and honoring achievements (Brun
10–12
& Dugas, 2008; Crowley, 2011; Posamentier,
2008; Tessema et al., 2013)
An interview protocol was piloted through a collaborative thematic approach with
peer researchers and faculty members (see Appendix D). The protocol consisted of five
sections: general information, informed consent, an overview of the study purpose,
definitions, and interview questions. Qualitative in-depth questions are noted more for
their probes and pauses than for their particular question format (McMillan
& Schumacher, 2010). Using a semi-structured interview format guaranteed that each
participant was asked questions for which the researcher had little control over the
participant’s responses.
The thematic team first developed definitions for each variable. Three questions
and one probe were constructed for each variable based on the definitions. The questions
were evaluated several times with 14 peer researchers and five faculty members. Once
the thematic team agreed on the questions, a written script was drafted (see Appendix D)
by peer researchers and faculty to initiate field testing with participants who met the
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criteria. Once the script was finalized, the 14 peer researchers-initiated field tests with
participants who were not included in the final study. According to Patten and Newhart
(2018), questions should be pilot tested with a few individuals who will not be
participants in the research to determine whether the questions should be reviewed or
revised.
Validity and Reliability
Creating a research design allows the researcher to design instrumentation that
will deliver credible results. According to McMillan and Schumacher (2010), credibility
implies that the study findings are deemed accurate, trustworthy, and reasonable.
Validity and reliability are essential to ensure the credibility of a measurement tool
(Vakili & Jahangiri, 2018). To ensure that the data collected for this study were accurate
and unbiased, the researchers used several approaches to address the threats to validity
and reliability.
Reliability
Reliability within a qualitative study allows the researcher’s approach to generate
consistent results, indicating the degree to which the measurement tool is reliable
(Creswell, 2014). To determine reliability within this study, 14 peer researchers tested
the same interview script, protocol, and questions to establish consistency with the
variables. As such, the instrument used in this study is reliable, as it was designed with
interview questions that align with Crowley’s four principles.
Intercoder Reliability of Data
Intercoder reliability occurs when more than one researcher codes the data
similarly (Lombard, Snyder-Duch, & Bracken, 2004). To establish intercoder reliability
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in this study, an independent third-party evaluator coded a transcription of the interview
with one of the eight participants. To maintain the reliability of the qualitative data, the
third-party evaluator with doctoral level research experience completed intercoder
reliability for 10% of the data, with the requirement of 80% minimum agreement. The
interdependent coding results from the researcher and the independent evaluator were
analyzed for the percentage of agreement.
Validity
“Researchers call a measure valid if it measures what it is designed to measure
and accurately performs the functions it purported to perform” (Patten & Newhart, 2018,
p. 123). According to Creswell (2014), validity is more important than reliability and
refers to the truthfulness of findings. The researcher used a combination of strategies to
enhance validity, as shown in Table 3.
Table 3
Strategies Used to Enhance Validity
Strategy

Description

Participant language; verbatim accounts

Researcher collected transcripts from
recorded interviews.

Participant review

Researcher asked participant to review
synthesis of interview with participant for
accuracy of representation.

Multimethod strategies

These allow triangulation in data
collection and data analysis.
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Triangulation of Data
Triangulation strengthens a study by using two or more data sources or methods
(Patton, 2015). According to McMillan and Schumacher (2010), multimethod strategies
permit data triangulation across techniques and different strategies that may yield
different insights about the topic of interest and increase the credibility of the findings.
Triangulation in this study includes the interview, the artifacts and literature. The key
objective of triangulation is to use multiple strategies to remove the researcher’s personal
biases and overcome the deficiencies innate to a single investigator or single-method
study to increase validity (Brink, 1993). The researcher of this phenomenological study
used strategies such as participant language, where the researcher obtained transcriptions
of participants’ statements and mechanically recorded the data. The researcher recorded
the virtual interviews for an in-depth review of participant responses. Using as many
strategies as possible, the researcher ensured validity in the data collection through
triangulation of interviews and artifacts.
Artifacts. Researchers may be interested in collecting many different types of
documents that enrich the data and support triangulation. The collected artifacts must
support and align with the research purpose, research questions, survey, and interview
protocol. The different types of artifacts that can be collected include documents in the
public sphere, emails, meeting minutes, memos, or articles that may have been produced
or used by the participants (McMillan & Schumacher, 2010). Field testing. To ensure
reliability, Creswell (2014) points to the significance of pilot testing or field testing.
Field testing is important to establish validity and improve the questions, format, and
scales. For this study, 14 peer researchers in the thematic team tested the instrument, a
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five-page interview protocol, to evaluate the process and assess whether adjustments
were needed. Each field test was observed by an experienced researcher and virtually
recorded. A field test participant feedback (see Appendix E) and field test observer
feedback questionnaire (see Appendix F) were completed after each interview. The
completed questionnaires were reviewed by faculty members and the 14 researchers via a
virtual meeting to adjust the instrument based on feedback from the peer researchers,
observers, and participants.
Data Collection
The concept of data collection involves gathering information through a systemic
process (Creswell & Plano Clark, 2017). Several interrelated steps comprise the data
collection process: sampling, obtaining permission and recruiting participants,
determining data sources, recording the data, and administering the data collection
procedures. Prior to data collection, the researcher completed the Collaborative
Institutional Training Initiative (CITI) training on social-behavioral-educational research
to protect human subjects’ privacy (see Appendix G). Next, approval was received from
the University of Massachusetts Global Institutional Review Board to conduct the study.
All data collection practices were carefully reviewed and followed during the data
collection process.
Each participant was assigned an identification number rather than using their
name to ensure participant privacy. All interviews were conducted, recorded, and
transcribed via Zoom. Transcriptions were electronically stored and accessed with a
password. The interviewed participants were provided with a transcript draft to confirm
the accuracy and provide feedback, edits, or elaboration. Once the transcripts were
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verified, corrected, and finalized, the recordings and any hard copies were to be kept for
three years from the conclusion of the study and then permanently shredded and
destroyed.
The peer researchers developed the qualitative data collection process with
support from faculty advisers. Due to the COVID-19 pandemic, interviews were
conducted on the Zoom platform. The interviews were semi-structured and open-ended,
enabling the researcher to probe for clarification and deeper understanding. The steps for
the qualitative data collection were as follows:
1. The participants who agreed to interview were contacted via email to schedule
a date and time for the interview and sent a copy of the interview questions,
informed consent and bill of rights, and a statement about artifact collection
for each question with examples.
2. At the beginning of the interview, verbal consent was requested, again
verifying participation in the study.
3. Each participant was asked for permission to record the interview through an
informed consent form and the researcher’s introduction.
4. Individual interviews were conducted on Zoom.
5. Throughout the interview, the researcher asked each participant the same
questions in the same order, using probing questions as needed to ensure rich,
detailed responses.
6. The researcher made observations and took notes, in addition to recording the
interview through Zoom.

64

7. Following the interview, the recording was transcribed and sent to each
participant for review on additional thoughts prior to finalizing the transcript
and commencing the coding process.
8. The researcher also collected artifacts, such as publications, articles, emails,
and memos, that supported and aligned with the research purpose and
questions.
Data Analysis
A researcher must provide retrospective accounts of how data will be synthesized
and identify the general analytic strategies used. The most significant benefit of
qualitative research is the narrative account captured through interviews (McMillan
& Schumacher, 2010). The researcher used Zoom to host the virtual interviews and
record them. After each scheduled interview, the participants were sent the transcripts to
verify their accuracy.
Coding for themes and frequency of references was conducted using Excel, which
supported the identification and grouping of themes in alignment with the research
questions. Codes and themes were captured in frequency tables to ensure that multiple
occurrences were considered. Creswell (2014) affirmed that the number of occurrences
of a given score in a dataset indicates frequency. A frequency table organizes and
condenses data through a series of scores expressed in order from high to low. This study
used frequency tables for the themes developed from the coding. The researcher was
able to see which themes were most prevalent, thus informing the findings.
Using NVivo software, coding of the data was completed to provide examples of
the related themes. Coding data is essential for data analysis in qualitative research, and
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data from transcribed interviews and artifacts were coded. The final report in a
qualitative study is a narrative interpretation of the study’s findings and includes rich
narrative data from the participants in the form of quotes aligned with the themes and
research questions.
Limitations
According to Roberts and Hyatt (2019), limitations are features of a study that
may affect the results or a researcher’s ability to generalize their findings. The
limitations of this study include the use of only a few data triangulation strategies to
ensure validity. Another limitation included having only virtual interviews, given that the
participant may have responded differently if the interviews were conducted in person.
Furthermore, the study was conducted with a small sample size, which may not reflect
the overall beliefs of all Hispanic entrepreneur women.
Researcher as an Instrument
In qualitative studies, the researcher serves as a data collection instrument by
examining behaviors or documents or interviewing participants (Creswell, 2014; Patton,
2015). Patton (2015) emphasized that the person conducting and engaging in interviews
and observations is the instrument of the study. Researchers can have biased views due
to their cultural backgrounds and personal views, which can affect the research. The
researcher should have skills, experience, perspective, and background in the topic under
study.
The researcher of this study has over ten years of experience in organizational
leadership. Three of those ten years have been spent as a retail entrepreneur. The
researcher has led numerous leadership development and training workshops for other
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entrepreneur women. As a result of these professional activities and cultural background
as a Hispanic woman, the researcher has developed insight into, and potential bias
toward, the role of entrepreneur women. The thematic team collaboratively worked to
develop the interview protocol and rehearsed a standardized interview method to mitigate
bias.
For this phenomenological study, the researcher conducted all interviews,
including a field test, to collect data. The researcher provided each participant with an
interview guide that outlined the purpose of the study and the definition of the variables
(see Appendix B) before the scheduled interview. Due to the COVID-19 protocols, all
interviews were conducted through Zoom, which allowed the researcher to record each
meeting and gather artifacts by downloading the interview transcript.
Sample size. The sample size is another limitation of this study. The peer
researchers participating in the thematic team established a sample of eight exemplary
Hispanic entrepreneur women. This small sample size limits the generalization to a
larger population.
Virtual interviews. Due to COVID restrictions, all interviews were conducted
virtually via Zoom, which may have influenced how participants responded compared to
an in-person interview. Virtual interviews also allowed participants to have their
interviews in a location and environment of their choosing, which could create a
limitation if their environment was distracting. Additionally, since virtual interviews are
recorded for transcribing, participants may feel this makes them vulnerable, and be
reluctant to share important data.
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Time and location. When collecting qualitative data, time can be a limitation.
Participants were interviewed for an hour, which might have meant that crucial
information relevant to the study was left out. Furthermore, this study’s focus on
Hispanic entrepreneur women in California excludes a vast range of participants from
across the country that could be relevant to the study.
Summary
This chapter provided a review of the qualitative phenomenology research design
used for this study to align with how exemplary Hispanic entrepreneur women lead from
the heart, using Crowley’s four principles (building a highly engaged team, connecting on
a personal level, maximizing employee potential, and valuing and honoring
achievements) to accomplish extraordinary results in their organizations. This chapter
contains an overview, purpose statement, and research questions. Additionally, the
population and sample, instrumentation, and data collection were discussed.
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CHAPTER IV: RESEARCH, DATA COLLECTION, AND FINDINGS
Overview
This qualitative phenomenological study explored the lived experiences of
Hispanic entrepreneur women in California who used heart-led leadership strategies to
accomplish extraordinary results (Crowley, 2011). A thematic team consisting of 14 peer
researchers and five faculty advisors determined that a qualitative phenomenological
design method would be the most effective way to gather rich data related to the lived
experiences of exemplary leaders. Collectively, the peer researchers created researchbased definitions for each of the four heart principles, caring leadership, and for
extraordinary results. The thematic team also established the interview protocol, the
criteria for qualified exemplary leaders and the sample size. The framework for this
phenomenological research study was designed using Crowley’s (2011) four principles:
building a highly engaged team, connecting on a personal level, maximizing employee
potential, and valuing and honoring achievements.
Chapter IV beins with a review of the purpose statement, research questions,
research methodology, and data collection procedures. This chapter also details the
population, sampling frame, sample used for the study, and demographic data, and
presents an analysis of the data and an overall summary of the chapter.
Purpose Statement
The purpose of this phenomenological study was to describe how exemplary
Hispanic entrepreneur women lead from the heart using Crowley’s four principles
(building a highly engaged team, connecting on a personal level, maximizing employee
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potential, and valuing and honoring achievements) to accomplish extraordinary results in
their organizations.
Research Questions
1. How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by building a highly engaged team?
2. How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by connecting on a personal level?
3. How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by maximizing employee potential?
4. How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by valuing and honoring achievements?
Research Methods and Data Collection Procedures
A qualitative phenomenological approach allowed the researcher to capture the
lived experiences of eight exemplary Hispanic entrepreneur women. Prior to data
collection, the researcher completed the Collaborative Institutional Training Initiative
(CITI) training on social-behavioral-educational research to protect human subjects’
privacy (see Appendix G). Approval was received from the University of Massachusetts
Global Institutional Review Board to conduct the study. All data collection practices
were carefully reviewed and followed during the data collection process.
Each participant was assigned an identification number, which was used to ensure
anonymity and privacy. All interviews were conducted, recorded, and transcribed via
Zoom. Transcriptions were stored electronically and accessible only with a password.
The interviewed participants were provided with a draft of the transcript to confirm
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accuracy and provide feedback, edits, or elaboration. Once the transcripts were verified,
corrected, and finalized, the recordings and any hard copies were to be kept for three
years from the conclusion of the study before being permanently destroyed.
The peer researchers developed the qualitative data collection process with
support from faculty advisers. Due to the COVID-19 pandemic, the interviews were
conducted by Zoom. The interviews were semi-structured and open-ended, allowing the
researcher to probe for clarification and deeper understanding. The steps for the
qualitative data collection were as follows:
1. The participants who agreed to be interviewed were contacted via email to
schedule a date and time. They were sent a copy of the interview questions,
an informed consent form, their bill of rights, and a statement about artifact
collection for each question with examples.
2. At the beginning of each interview, verbal consent was requested to confirm
the participants’ voluntary participation in the study.
3. Each participant was asked for permission to record the interview through the
informed consent form and the researcher’s introduction.
4. Individual interviews were conducted on Zoom.
5. Throughout the interview, the researcher asked each participant the same
questions in the same order, using probing questions as needed to ensure rich,
detailed responses.
6. The researcher made observations and took notes, in addition to recording the
interview through Zoom.
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7. Following the interview, the recording was transcribed and sent to each
participant for review and additional thoughts prior to finalizing the transcript
and commencing the coding process.
8. The researcher collected artifacts, such as publications, articles, emails, and
memos, that supported and aligned with the research purpose and questions.
Population
The population for this phenomenological study was female entrepreneurs. In
2019, there were 27.9 million businesses reported in the United States, and the majority
were owned by women and other minority groups (Barringer & Ireland, 2019). Statistics
show that women-owned businesses have increased by 114% in the last 20 years, and
there are roughly 1.3 million women-owned businesses in California (Kuadli, 2021).
Hispanic women-owned businesses in the United States contribute significantly to the
economy by employing 555,400 workers and producing $97 billion in revenue (MartinezRestrepo & Stengel, 2017). In fact, the US Census projected a surge of Hispanic women
entrepreneurs in the United States and anticipated that the growth rate would double by
2050 (Martinez-Restrepo & Stengel, 2017).
Sample
The sample for this research included eight exemplary Hispanic entrepreneur
women in the Southern California region. The sampling method used was purposeful
sampling, which McMillan and Schumacher (2010) described as involving the selection
of specific characteristics from the population representing the topic of interest.
Additionally, the researcher used criterion sampling to select the sample based on pre-
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established criteria. As such, an exemplary leader in this study is a leader who
demonstrates at least four of the following criteria (the first three are required):
1. Evidence of extraordinary results
2. A minimum of three years as an entrepreneur in their organization
3. Evidence of caring for people in the organization
4. Articles, papers, or materials written, published, or presented at conferences or
association meetings
5. Recognition by peers
6. Membership in a professional association in their field

Target Population
• 1.3 million
women-owned
businesses in
California
Population

• 91,000
Hispanic
women-owned
businesses in
California

• 8 exemplary
Hispanic
entrepreneur
leaders
Sample

Figure 3: Population, target population, and sample.
Demographic Data
Eight Hispanic entrepreneur women located in California were selected to
participate in the study. Each participant was assigned a number 1 through 8 and
referenced by that number. Name, work, location, and employer were not mentioned to
ensure confidentiality. Each participant met at least four of the criteria to be considered
exemplary, with the first three being required. Table 4 shows the criteria used to verify
that the requirements were met. As illustrated in Table 4, five of the eight participants
met all criteria.
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Table 4
Criteria of Participating Hispanic Entrepreneur Women
Criteria
1

2

Participant
3
4
5
6

















A minimum of three years as an
entrepreneur in their organization

















Evidence of caring for people in the
organization

















































Evidence of extraordinary results

Articles, papers, or materials written,
published, or presented at conferences or
association meetings
Recognition by peers
Membership in a professional association
in their field
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Presentation and Analysis of Data
A qualitative analysis of data collected from eight exemplary Hispanic
entrepreneur women was conducted to understand how exemplary leaders used
Crowley’s four heart-led principles: building a highly engaged team, connecting on a
personal level, maximizing employee potential, and valuing and honoring achievements.
The data were coded and evaluated for analysis and findings, which are presented in this
chapter. Interviews were transcribed using automated digital transcriptions provided by
Zoom. Each transcription was reviewed and edited by the researcher. Participants
received their transcripts to review for accuracy prior to the coding process being
conducted.
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Data Analysis
The most significant benefit of qualitative research is the narrative account
captured through interviews (McMillan & Schumacher, 2010). The researcher used
Zoom to hold the interviews and record them for transcription and coding, and the
average interview time was about 40 minutes. The transcribed data were imported into
Word documents and sent to each participant for verification of their accuracy. Coding
for themes and frequency of references was conducted using NVivo, which supported the
identification and grouping of themes in alignment with the research questions. Codes
and themes were captured in frequency tables to ensure that multiple occurrences were
considered.
The number of occurrences of a given score in a dataset indicates frequency
(Creswell, 2014), and a frequency table organizes and condenses data through a series of
scores expressed in order from high to low. This study used frequency tables for themes
related to Crowley’s four heart-led principles. Using NVivo software, the researcher
organized the responses of all participants and coded the data into themes. Coding data is
essential for data analysis in qualitative research, and data from transcribed interviews
and artifacts were coded. The final report in a qualitative study is a narrative
interpretation of the study’s findings and includes rich narrative data from the participants
in the form of quotes aligned with the themes and research questions.
The interviews consisted of eight semi-structured interviews with 12 questions
each. All interviews were conducted using Zoom and were completed during business
hours. The artifacts collected included published articles, recordings of conferences,
screenshots of recognition from peers, and pictures of awards. The coding resulted in 18
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themes and 568 references. The themes were constructed based on the information
presented in the interviews and artifacts. The calculation of frequencies was established
by adding all interviews and artifacts together. Six themes resulted from building a
highly engaged team, four themes resulted from connecting on a personal level, five
themes resulted from maximizing employee potential, and three themes from valuing and
honoring achievements.

3

4

5

6

Mark Crowley's Heart-Led Principles

BUILDING A HIGHLY
ENGAGED TEAM

CONNECTING ON A
PERSONAL LEVEL

MAXIMIZING
EMPLOYEE POTENTIAL

VALUING AND
HONORING
ACHIEVEMENTS

Figure 4: Number of themes for the four heart-led principles.
Connecting on a personal level was mentioned with the highest frequency, with
183 references (32% of the total coded). Building a highly engaged team was the second
highest, with 177 references, or 31% of the total. Maximizing employee potential had
134 references, which was 24% of the total. Finally, valuing and honoring achievements
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was mentioned 74 times, accounting for 13% of the total. Figure 5 shows the percentages
of themes mentioned and coded within the four heart-led principles.

% OF THEME REFERENCES

13%
Building a Highly Engaged Team

31%

Connecting on a Personal Level
24%

Maximizing Employee Potential
Valuing and Honoring
Achievements
32%

Figure 5: Frequency of themes mentioned within the four heart-led principles.
Research Question 1: Building Highly Engaged Teams
How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by building a highly engaged team?
Building a highly engaged team involves using strategies that help people become
enthusiastically invested in and dedicated to work that they believe is significant,
meaningful, and challenging. Relationships are built on emotional connection and a
shared vision, and values and commitment are based on personal strengths and interests
aligned with organizational goals (Crowley, 2011; George & Stevenson, 1988; Rees et
al., 2013; Senge et al., 2007).
The coding of themes in building a highly engaged team resulted in six themes,
with 177 references. Based on the data from the interviews and artifacts, exemplary
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Hispanic entrepreneur women build highly engaged teams by taking the time to learn
about each individual, communicating in various ways to build trust, involving others in
the decision-making process, hiring the right people, being receptive to feedback, and
understanding the needs of others. Table 5 outlines these themes with the number of
participants who referenced them, the number of artifacts, and the frequency of responses
for each.
Table 5
Themes for Building a Highly Engaged Team

Theme

Interview Artifact
sources sources

Total
sources

References

Frequency
(%)

Taking the time to learn
about each individual

8

0

8

46

26%

Hiring the right people

6

0

6

40

23%

8

1

9

35

20%

7

0

7

27

15%

Being receptive to
feedback

6

0

6

16

9%

Understanding the needs
of others

6

2

8

13

7%

Communicating in various
ways to build trust
Involving others in the
decision-making process

Taking the time to learn about each individual. This theme was referenced 46
times in total by all eight participants and represents 26% of total mentions for Research
Question 1. This theme indicates that learning about each person on a team is important
for building relationships and highly engaged teams. The participants shared statements
that reflect the importance of knowing each individual on their team. Participant 3
indicated taking time in, “Understanding the differences and appreciating the differences

78

among us.” Participant 2 expressed “learning about each individual” as an important
element to team success. Participant 4 stated “Getting to know them on a personal level,”
and Participant 7 added, “Developing individual relationships to understand where each
person is coming from,” and “Understanding everyone’s unique strengths.”
Hiring the right people. This theme was referenced 40 times by six of the
participants, representing 23% of the total mentions for Research Question 1. Participant
1 explained that hiring individuals who had spirit was important, and stated, “I’ve always
looked to find people who are entrepreneurial-minded.” Participant 3 indicated that it was
vital to hire individuals who were “purpose driven”. Participant 4 elaborated on the
importance of being selective when hiring the right people and “finding alignment with
their skills and values.” Similarly, Participant 7 noted that to build a highly engaged
team, it was important to “choose the right people.” Participant 6 suggested “when hiring
the right person for a team, it is important to ask about their purpose and intentions.”
Communicating in various ways to build trust. In this theme, all eight of the
participants indicated that communicating in various ways to build trust was important
for building highly engaged teams. The theme was referenced 35 times and represented
20% of the total theme references for Research Question 1. The responses referred to
communicating with various tools, such as emails and weekly team meetings, and starting
meetings with something positive. The participants responded differently, but the codes
led to a common theme. For example, Participant 1 indicated “Clear communication as
an important element in building relationships.” Participant 5 stated “Communicating
with each individual is important for building trust and rapport.” An artifact from
Participant 4 reflects tailored communication to a specific employee by personalizing the
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message. The coded data suggest that adaptable communication is important, as each
team member is different and may prefer a different style of communication.
Involving others in the decision-making process. The theme of involving
others in the decision-making process represented 15% of the total references in Research
Question 1, with a total of 27 mentions. Of the eight participants, seven referred to the
importance of involving individuals in the decision-making process to make them feel
included and part of something bigger. Participant 1 used phrases such as “We’re going
to work together” to involve individuals in collaborative work. Participant 8 ensured that
the team was involved by asking, “How are we going to get there?” Participant 3
indicated that it was essential for individuals to feel that they were part of the journey.
She also noted that the team was participating in more than just a business; they were part
of a movement, and they should be involved. Participant 5 stated that involving
individuals allowed them to feel valued by the company and gave them an opportunity to
“chip in” on important matters. She involved team members in collaborative
brainstorming efforts when important decisions needed to be made to ensure that the
decisions were best for the entire team. She also noted that when individuals felt they
were contributing, they felt valued, and were more likely to continue with the
organization. Participant 2 stated, “I invite people to come out and be fully themselves
and enjoy their lives and be contributors of their ideas.”
Being receptive to feedback. Being open to feedback was referenced 16 times
and represented 9% of the total mentions for Research Question 1. Participant 3
continually sought feedback from her team and indicated she “enjoyed hearing others’
opinions.” She stated that hiring the right people was important because their feedback
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was important. Participant 4 indicated “being open to asking for help” from team
members because she was not an expert in everything. Participant 6 stated “Their
opinion is just as important as my own,” Participant 3 stated, “Having a diverse team
allows us to connect and see different opinions,” Participant 4 specified, “I always ask for
their feedback,” and Participant 2 indicated, “I value their opinion and what they bring to
the table,” and “You can’t expand in business without being willing to look at what’s not
working and taking feedback from others.”
Understanding the needs of others. This theme was referenced 13 times and
represented 7% of the total mentions for Research Question 1. It emerged from
participants discussing the importance of being understanding and emphatic. Participant
1 stated, “You’ve got to be aware of what’s going on in their personal life because it’s
affecting their work.” Participant 3 spent at least the first 10 minutes of every meeting
checking in to see how everyone was doing. Participant 7 touched on the importance of
emotional intelligence and of making an emotional connection. Participant 2 described
cultivating empathy toward team members by understanding what it was like to be in
their shoes. She made statements such as “I wonder how it feels to be in their shoes” and
“You cannot express empathy if you do not have empathy for yourself.” An artifact from
Participant 6 reflects an email correspondence allowing an employee to take time off to
address personal matters. Another artifact collected from Participant 3 reflects a social
media post where the participant is expressing the importance of taking care of team
members.
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Research Question 2: Connecting on a Personal Level
How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by connecting on a personal level?
Connecting on a personal level involves seeing and acting on behalf of others and
authentically communicating with the intention of adding value. It is driven by humility,
concern, and love (Brown, 2015; Crowley, 2011; Hayward, 2015; Maxwell, 2010). Four
themes emerged in relation to this research question, accounting for 183 references, or
32% of all thematic codes. Table 6 shows the number of interviews and artifacts for each
theme of this heart-led principle.
Table 6
Themes for Connecting on a Personal Level
Theme
Being approachable
and authentic
Caring for individuals
Recognizing
individual differences
Leading by example

Interview
sources

Artifact
sources

Total
sources

References

Frequency
(%)

8

2

10

73

40%

7

3

10

65

36%

8

1

9

30

16%

7

0

7

15

8%

Being approachable and authentic. This theme was referenced 73 times and
represented 40% of the total mentions for Research Question 2. Some of the common
codes that were observed were phrases from Participant 4 as “being authentic,” “I keep it
real,” and Participant 8 phrased “being authentic to hone authentic relationships,” and
“being myself and passionate about what I do.” Participant 2 stated “humility is key.”
Participant 3 indicated the importance of showing up as “myself” to allow others to do
the same. Participant 4 discussed the importance of having fun and allowing others to do
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the same; it is important for team members to see authenticity. Participant 8 explained
that “sharing my story” was important for connecting with others. All participants
discussed the importance of showing up as humans who also make mistakes to allow
others to feel comfortable approaching them. An artifact from Participant 1 reflects an
interview posted on YouTube where she speaks on the importance of being authentic.
Additionally, an artifact from Participant 2 demonstrates her insight on authentic and the
role it plays in leadership.
Caring for individuals. Seven of the eight participants described caring for
individuals to connect on a personal level. The theme was referenced 65 times and found
in three artifacts, which represented 36% of the total mentions for Research Question 2.
Some of the references include statements from Participant 7 as “I show a lot of love and
care,” “I ask people how they are doing,” and “It comes out naturally to care about the
people in my world.” Participant 4 stated “I care about others,” and “I care about you
and respect our differences.” The coded data describe the participants caring for
individuals on a professional and personal level. Participant 3 shared an experience in
which the health of a team member was in jeopardy, and rather than discussing work
topics, the conversation was redirected to help them. Analysis of the artifacts
demonstrated the participants as exemplary leaders’ who express care for staff. Of the
seven participants who referenced caring for individuals, five shared stories of times
when, in a meeting, rather than focusing on business matters, they took the opportunity to
discuss the personal needs of their staff.
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Recognizing individual differences. This theme was referenced 30 times and
represented 23% of the total mentions for Research Question 2. All eight participants
made reference to recognizing individual differences as an important element in
connecting on a personal level. Analysis of the artifact collected exemplifies Participant
6 recognizing the importance of acknowledging individual differences. Participant 1
shared the importance of “openly talking about different barriers” that contribute to
understanding differences and relating to others. Participant 2 expressed “Accepting
individual differences and identifying their different styles of communication,” is
important to building a strong team. Participant 5 stated that “Each person is unique,”
and “Understanding differences is important.” Participant 8 discussed being adaptable to
different forms of communication to adjust to an individual’s style. She also indicated
that recognizing individual differences was important for understanding how each person
works and in giving them the space and time they need to be productive. Participant 1
indicated that “It is important to work with each individual team member’s working
style.”
Leading by example. This theme was referenced 15 times and represented 8% of
total mentions for Research Question 2. Leading by example was important for the
participants to connect on a personal level with their teams. Five participants of the eight
participants made the statement “I lead by example” during their interviews. Participant
2 shared an example of taking time off for self-care and allowing team members to do the
same. Participant 3 described acknowledging her mistakes with team members so that
they could also feel comfortable admitting mistakes. Participant 8 shared the importance
of showing respect for others so that team members would engage in the same behavior.
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The statement below is coded from Participant 6, who explained the importance of
leading by example so that others could learn and grow.
I’m happy to spend some time with you, showing how I do certain things, and
why I do certain things, why I make decisions, and why I’m interacting with a
client in a particular way. That way, should you land a full-time job in a
nonprofit, you have a deeper understanding than a regular entry level person.
Research Question 3: Maximizing Employee Potential
How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by maximizing employee potential?
Maximizing employee potential means igniting emotional drivers by promoting
human well-being while proactively strengthening, teaching, and building people up for
high achievement (Burnett & Lisk, 2019; Crowley, 2011). Four themes emerged related
to maximizing employee potential, with a total of 134 references, or 24% of all thematic
codes. Participants maximized employee potential by demonstrating self-awareness,
being advocates, maximizing team strengths, offering professional development
opportunities, and providing clear direction. Table 7 shows the number of interviews and
artifacts for each theme for this heart-led principle.
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Table 7
Themes for Maximizing Employee Potential
Theme

Being an effective leader
through self-awareness
Being their biggest
advocate
Maximizing strengths
Offering professional
development opportunities
Providing clear direction

Interview
sources

Artifact
sources

Total sources

References

Frequency
(%)

8

2

10

49

36%

6

0

6

31

23%

7
6

0
2

7
8

28
17

21%
13%

6

1

7

9

7%

Being an effective leader through self-awareness. This theme was referenced
49 times and represented 36% of the total mentions for Research Question 3. Two
artifacts were analyzed and demonstrated self-awareness as an important element in
leadership. All eight participants discussed the importance of self-awareness in
maximizing employee potential. Participant 3 stated, “I need to nurture myself to take
care of others.” Participant 1 expressed, “I do what I can to take some space or time off.”
Participant 2 indicated, “I replenish myself through meditation,” and “I cannot expect
something from others that I cannot do myself.” The participants indicated that through
self-awareness, they were able to identify when self-care was needed. Participant 4
practiced self-care through runs, walks, sleep, and spending time with family. Participant
5 identified self-care as the foundation for any kind of success and as important in
showing up confidently as a business leader. Participant 7 stated, “If I am not well, then
my organization is not well.” Participant 2 shared the importance of self-awareness as
follows:
It all starts with self; we don’t have anything to give unless we give it to ourselves
first. To feel love or concern for others, I first must be compassionate with
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myself. I get up in the morning and meditate, practicing self-care; that way, I am
present fully. Because we cannot give what we do not have.
Through the interview process, the participants described taking ownership of
their “limitations” while reflecting on how they were aware of their opportunities for
growth and how they were working to develop them.
Being their biggest advocate. This theme was referenced 31 times and
represented 23% of the total mentions for Research Question 3. Participant 2 described
the importance of helping people live happier, healthier, and wealthier lives by
supporting their personal goals. She described the value of helping team members fulfill
their passions, even if this means they might leave the organization. Participant 3 stated,
“My leadership style gives people permission to go after their biggest dreams, and
sometimes that’s literally all we need, permission to go for it.” She described the
importance of advocating for and supporting team members as follows:
Do you enjoy what you’re doing, is there anything that I can take off of your
plate, is there anything that we can give to someone else? So really just allowing
the roles to shift and allow them to explore what they want to do and what they
enjoy.
Similarly, Participant 4 mentioned, “I love to watch people win, and so that is
always first, putting people first.” Participant 5 described empowering team members by
giving them time to work on projects that mattered to them. Participant 8 expressed “I
support them in their journey, I want them to excel.” Being their team’s biggest advocate
was described by six participants as important for maximizing an employee’s potential.
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Maximizing strengths. This theme was referenced 28 times and represented 21%
of the total mentions for Research Question 3. Seven participants made comments
regarding the value of maximizing the strengths of team members. One participant
indicated the importance of understanding each individual’s strengths and helping them
achieve goals based on what they were good at. Participant 3 stated, “I’m really big on
playing everybody’s strengths up,” while Participant 4 said, “I don’t do things that are not
in my area of expertise, and I do not expect my team to do the same.” One participant
described taking the time to connect with individuals, asking what their strengths were
and what they identified as areas of opportunity. Participant 2 suggested that “Asking
team members, what is your superpower?” is important to understanding individual
strengths. Data from Participant 4 was coded as “Understand each employee’s areas of
strengths.” Participant 6 stated, “Understand everyone’s unique strengths,” and
Participant 8 coded transcription included “What are your strengths?”
Professional development opportunities. This theme was referenced 17 times
and represented 13% of the total mentions for Research Question 3. An artifact collected
from Participant 4 demonstrates the participant organizing workshops for a professional
association to help develop the skills and knowledge of others. Participant 6 discussed
various professional opportunities available to team members, such as retreats, courses,
workshops, and anything an employee might want to participate in. Participant 3
expressed a willingness to pay for any professional development opportunity that would
help the team grow, while another participant explained that when they were invited to a
professional conference, they inquired about additional tickets for their team. An artifact
collected from Participant 3 demonstrates her facilitating professional workshops for
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other entrepreneurs. Participant 2 indicated “Paying for continuous opportunities” for
professional development. Participant 4 expressed providing, “Free coaching sessions.”
Similarly, Participant 6 stated “Providing coaching calls” to staff members to support
their professional growth. Participant 8 stated, “Identifying development opportunities,”
“Attending webinars together,” and “Paying for retreats and courses.”
Providing clear direction. This theme was referenced nine times and represents
7% of the total mentions for Research Question 3. Analysis of the artifact from
Participant 3 represents an email fostering clear direction. Providing clear direction was
mentioned by six of the participants. Participant 6 explained the importance of not
rushing through things and taking the time to explain what was expected. Participant 1
described having conversations about the goals and expectations related to the roles.
Participant 3 noted that having “very clear” communication about what was expected
minimized ambiguity and provided clear direction, but that it was also “important to
allow individuals the freedom to work and be creative.”
Research Question 4: Valuing and Honoring Achievements
How do exemplary Hispanic entrepreneurial women lead from the heart to
accomplish extraordinary results by valuing and honoring achievements?
Valuing and honoring achievements includes praising, acknowledging,
recognizing, and appreciating positive accomplishments as an expression of care through
monetary or nonmonetary rewards, which may lead to increased job satisfaction (Brun &
Dugas, 2008; Crowley, 2011; Posamentier, 2008; Tessema, Ready, & Embaye, 2013).
The coding for this principle resulted in three themes, including 74 references. Valuing
and honoring achievements accounted for 13% of all thematic codes. Based on the data,
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Hispanic entrepreneur women value and honor achievements by providing tailored
rewards, showing appreciation by giving individuals credit, and offering verbal praise.
Table 8 shows the number of interviews and artifacts for each theme for this heart-led
principle.
Table 8
Themes for Valuing and Honoring Achievements
Theme
Providing tailored
rewards
Showing appreciation by
giving individuals credit
Giving verbal praise

Frequency

Interview
sources

Artifact
sources

Total
sources

References

7

0

7

32

(%)
43%

6

1

7

24

33%

6

1

7

18

24%

Providing tailored rewards. This theme was referenced 32 times, representing
43% of the total mentions for Research Question 4. The participants indicated the
importance of connecting on a personal level so that tailored rewards could be presented
to team members. Participant 3 stated that rewards showed appreciation and could be
provided in different ways. Participant 8 reported, “There are multiple ways to convey a
message of appreciation; it is not just one way, sometimes you can make them
uncomfortable if you are not rewarding them the way they would like to be,” and “It
takes time to find the best way to reward; you need to get to know the individual and
figure out how they work.” Participant 7 described the importance of finding a reward
that fit the employee’s personality and indicated that it was not always related to money.
Participant 2 noted, “First, it is important to know the individual and understand how they
like to be recognized; some people like to be recognized internally and others externally.
It depends on each individual’s love language.” Of the eight participants, seven made
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reference to the importance of understanding individuals to find the perfect rewards.
Below are some examples:


Gifts during holidays



Bringing in snacks



Taking the individual out to lunch



Celebrating birthdays



Buying flowers



Certificates



Acknowledgment through emails



Paying for professional development courses

Showing appreciation by giving individuals credit.This theme was referenced
24 times and represented 33% of the total mentions for Research Question 4. Seven of
the participants mentioned the importance of giving credit to the team for achievement.
Participant 3 stated, “I always give my team credit for our accomplishments” and “I
acknowledge them during our calls.” An artifact from Participant 3 demonstrates
appreciation for individual contributions through a social media post. Participant 4
stated, “I couldn’t do nearly the stuff I do without my team, and I acknowledge their
contributions.” Participant 5 said, “I always ensure that I give people credit for what they
have done.” Participant 7 mentioned the importance of letting individuals know that they
were major contributors to the company and acknowledging their work by writing them
recommendations on LinkedIn or sharing their accomplishments with colleagues.
Giving verbal praise. This theme was referenced 18 times and represented 24%
of the total mentions for Research Question 4. Participant 6 indicated that she praised
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team members with words of affirmation, and Participant 2 said that using statements like
“I am proud of you” and acknowledging them publicly was a way to show appreciation
for her team’s contributions. Participant 7 also indicated that she gave verbal praise
through feedback and expressed gratitude for her team’s work. Participant 4 stated that
giving compliments and “always letting it be known” that she appreciated their efforts
was important. Participant 3 offered verbal validation to value each individual’s
contribution to the company, while Participant 2 also said it was important to thank
individuals directly and publicly.
Key Findings
This qualitative phenomenological study included two major data collection
methods: eight semi-structured interviews that were conducted and transcribed, and the
analysis of a collection of artifacts. The coding of the interviews and artifacts resulted in
18 themes and 568 references. Of the 18 themes, those with a frequency greater than
20% were identified as key findings. Table 9 presents a summary of the key findings,
which are discussed in detail in Chapter V.
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Table 9
Summary of Key Findings
Theme

Interview
sources

Artifact
sources

Total
References
sources

Building a highly engaged team
Taking the time to learn
8
0
8
about each individual
Hiring the right people
6
0
6
Communicating in various 8
1
9
ways to build trust
Connecting on a personal level
Being approachable and
8
2
10
authentic
Caring for individuals
7
3
10
Maximizing employee potential
Being an effective leader 8
2
10
through self-awareness
Being their biggest
6
0
6
advocate
Maximizing strengths
7
0
7
Valuing and honoring achievements
Providing tailored rewards 7
Showing appreciation by 6
giving individuals credit
Giving verbal praise
6

Frequency
(%)

46

26%

40
35

23%
20%

73

40%

65

36%

49

36%

31

23%

28

21%

0
1

7
7

32
24

43%
33%

1

7

18

24%

Key Findings: Building a Highly Engaged Team
1. Taking the time to learn about each individual was identified in eight interviews and
referenced 46 times.
2. Hiring the right people was identified in six interviews and referenced 40 times.
3. Communicating in various ways to build trust was identified in eight interviews,
noted in one artifact, and referenced 35 times.
Key Finding: Connecting on a Personal Level
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1. Being approachable and authentic was identified in eight interviews, noted in two
artifacts, and referenced 73 times.
2. Caring for individuals was identified in seven interviews, noted in 3 artifacts, and
referenced 65 times.
Key Findings: Maximizing Employee Potential
1. Being an effective leader through self-awareness was identified in eight interviews,
noted in two artifacts, and referenced 49 times.
2. Being an advocate was identified in six interviews and referenced 31 times.
3. Maximizing employee strengths was identified in seven interviews and referenced 28
times.
Key Findings: Valuing and Honoring Achievements
1. Providing tailored rewards was identified in seven interviews and referenced 32
times.
2. Showing appreciation by giving individuals credit was identified in six interviews,
noted in one artifact, and referenced 24 times.
3. Giving verbal praise was identified in six interviews, noted in one artifact, and
referenced 18 times.
Summary
The purpose of this qualitative phenomenological study was to describe the lived
experiences of Hispanic entrepreneur women who led from the heart using Mark
Crowley’s (2011) four principles: building a highly engaged team, connecting on a
personal level, maximizing employee potential, and valuing and honoring achievements.
An examination of qualitative data from the eight participating exemplary Hispanic
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entrepreneur women in this study indicated various findings. Analysis of data resulted in
18 themes and 568 references related to Crowley’s four heart-led principles. From these
18 themes, 10 key findings emerged.
Chapter V presents a final summary of this qualitative research study, including
key findings, unexpected findings, conclusions, implications for action, recommendations
for further research, and concluding remarks and reflections from the researcher.
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS
Overview
The purpose of this phenomenological study was to examine the ways exemplary
Hispanic entrepreneur women implement and maintain Crowley’s (2011) four principles
of leading from the heart—building highly engaged teams, connecting on a personal
level, maximizing employee potential, and valuing and honoring achievements—to
accomplish extraordinary results in their organizations. This chapter includes the study’s
purpose statement, research questions, research methodology, data collection procedures,
and population sample. It then presents an analysis of the data generated from the semistructured interviews and collected artifacts, which reveal 10 major themes from the four
research questions. This chapter includes the conclusions, implications for action, and
recommendations for further studies before concluding with final remarks and
reflections.
Purpose Statement
The purpose of this phenomenological study was to describe how exemplary
Hispanic entrepreneur women lead from the heart using Crowley’s four principles
(building a highly engaged team, connecting on a personal level, maximizing employee
potential, and valuing and honoring achievements) to accomplish extraordinary results in
their organizations.
Research Questions
1. How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by building a highly engaged team?
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2. How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by connecting on a personal level?
3. How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by maximizing employee potential?
4. How do exemplary Hispanic entrepreneur women lead from the heart to
accomplish extraordinary results by valuing and honoring achievements?
Methodology
The methodology for the study was a qualitative research design, which allowed
the researcher to describe the lived experiences of exemplary Hispanic entrepreneur
women and how they led from the heart to accomplish extraordinary results. According
to McMillan and Schumacher (2010), a qualitative approach emphasizes gathering data
on naturally occurring phenomena obtained through observations or interviews.
Therefore, most of the data are presented in the form of words rather than numbers. A
variety of methods can be used in a qualitative research design.
The qualitative design used in this study utilizes a phenomenology model, which
describes the meanings of lived experiences (McMillan & Schumacher, 2010). A
phenomenology approach aims to transform lived experiences into descriptions of their
fundamental nature, allowing for reflection and analysis. Creswell (2014) described a
phenomenological approach as identifying the human experiences of a phenomenon
described by participants in a study. Results gathered from qualitative research are
typically presented using words, most commonly by interviewing people and analyzing
the data by reviewing interview transcripts and field notes. Qualitative studies allow
researchers to identify themes and concepts in the data and understand the phenomena
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under study. Additionally, qualitative research relies significantly on the interpersonal
skills of the researcher, which include building trust, maintaining good relations, being
nonjudgmental, and respecting the norms of the situation (McMillan & Schumacher,
2010).
The phenomenon of this study includes Crowley’s four principles (building a
highly engaged team, connecting on a personal level, maximizing employee potential,
and valuing and honoring achievements), and how they are used to accomplish
extraordinary results. The phenomenological approach was used to highlight the four
principles and how Hispanic entrepreneur women utilized them to run successful
enterprises by examining the lived experiences of eight such women. Creswell (2014)
described a qualitative research design as collecting data through examining documents,
observing behaviors, or interviewing participants. As such, a qualitative
phenomenological approach was deemed most suitable, allowing the researcher to focus
on understanding the meaning that the participants held of Crowley’s four principles.
Population
A population is the group to which the results of a study can be generalized
(McMillan & Schumacher, 2010). Populations can be large, and it is often impractical
for researchers to reach every member (Patten & Newhart, 2018). The population for this
phenomenological study is female entrepreneurs. Statistics show that women-owned
businesses have increased by 114% in the last 20 years, and there are roughly 1.3 million
women-owned businesses in California (Kuadli, 2021).
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Target Population
The target population is a group for which a researcher aims to draw conclusions.
It is a subset of the general population that the researcher wants to know more about.
Many studies require specific groups of interest to make decisions based on their
findings. Most often, the population is too large to include as participants in the study,
and it is necessary to identify a smaller subset of the population that is accessible to the
researcher. The target population for this study is Hispanic entrepreneur women in
California, which is the state with the highest percentage of Hispanic women-owned
businesses (Kuadli, 2021). In 2012, approximately 91,000 Hispanic women-owned
businesses were reported in California (Latina Women-Owned Businesses, 2012).
Sample
The sample is a group of subjects from whom data are collected to represent a
specific population (McMillan & Schumacher, 2010). The sample population in the
study supports the accuracy of the inferences made; however, the time and resources
necessary to recruit those participants can be costly (Creswell & Creswell, 2020).
Creswell (2010) suggested that a sample size should be 3–12 participants for
phenomenological research. Qualitative research differs from quantitative research in
that it relies on the richness of data and not the quantity of data available to analyze.
With the guidance of faculty advisors, the team of peer researchers agreed on a sample
size of eight participants.
The sample for this research included eight exemplary Hispanic entrepreneur
women in the Southern California region. The sampling method for this study was
purposeful sampling, which McMillan and Schumacher (2010) described as selecting
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specific characteristics from the population representing the topic of interest.
Additionally, the researcher used criterion sampling to select the sample based on preestablished criteria. As such, an exemplary leader in this study was defined as a leader
who demonstrated at least four of the following criteria (the first three were required):
1. Evidence of extraordinary results
2. A minimum of three years as an entrepreneur in their organization
3. Evidence of caring for people in the organization
4. Articles, papers, or materials written, published, or presented at conferences or
association meetings
5. Recognition by peers
6. Membership in a professional association in their field
Sample Selection
After approval from the Institutional Review Board (IRB), the sampling process
took place, and the following process was used for subject selection:
1. The researcher created a list of predetermined criteria for participation in the
study.
2. The researcher identified professional organizations and networking groups,
such as LinkedIn and Facebook groups, with a female entrepreneur
presence.
3. Once the participants were identified, the researcher reached out to
determine whether they met the sample criteria of exemplary entrepreneur
leaders and ascertain their willingness to participate in the study.
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4. The researcher checked social media and professional sources to validate
that the participants met the criteria.
5. Once eight candidates were identified and agreed to participate in the study,
the researcher sent the informed consent form and Zoom link to schedule a
one-hour interview.
6. The participants were provided with an interviewee guide (Appendix B) and
the UMass Global Research Participant’s Bill of Rights (Appendix C).
Major Findings
The purpose of this phenomenological study was to examine how exemplary
Hispanic entrepreneur women implement Crowley’s (2011) four principles of leading
from the heart to achieve extraordinary results in their organizations. The study
comprised four research questions correlating to the four principles. The coded data
resulted in 18 themes and seven major findings. A summary of the major findings is
discussed in the following section.
Research Question 1: Building a Highly Engaged Team
Major Finding 1
Exemplary Hispanic entrepreneur women connect with each individual by taking the time
to get to know them.
Crowley (2011) suggested that connecting with employees is necessary if leaders
want exceptional results. Exemplary Hispanic entrepreneur women connected with each
individual by taking the time to get to know them. According to Crowley (2011), if
leaders want extraordinary achievements, they must engage with their workforce.
Leaders should schedule uninterrupted time with their staff to communicate with them
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and learn more about them through individual and personal interactions. The participants
of the study suggested that part of their success came from engaging with their staff on a
personal level. They further emphasized that taking the time to learn about each
individual led to an understanding of what motivated, inspired, and encouraged them.
Having a deep understanding of each team member allowed the participants to build
relationships with them, resulting in highly engaged teams.
According to Delaney (2018), entrepreneurs must understand employees’ needs,
wants, and challenges, and failure to do so jeopardizes business success. The coded data
show that the eight participants took the time to learn about their staff. The importance
of learning about each individual to better understand them was highlighted. According
to Kimbarovsky (2017), entrepreneurial women are prominent collaborators who
empathize with their teams, listening and accurately picking up on nonverbal cues. The
qualitative data collected demonstrates how Hispanic entrepreneur women engage with
teams by taking the time to connect with each individual.
Major Finding 2
Exemplary Hispanic entrepreneur women build trust by communicating in ways that
resonate with each individual.
Leaders who focus on enhancing knowledge and facilitating effective
communication find that their role transforms from one of constant supervision to one of
focusing on the needs of the team and each member (Musselwhite, 2007). One
participant explained that clear communication was important so that individuals could
understand their roles and tasks, while she also gave them the freedom to be creative in
completing those tasks. Researchers such as Huang et al. described conversation as a
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fundamental human experience, essential for engaging in intrapersonal and interpersonal
goals across numerous contexts, relationships, and modes of communication. In
comparison, the exemplary Hispanic entrepreneur women in this study shared the
importance of communication in building trusting relationships.
Research Question 2: Connecting on a Personal Level
Major Finding 3
Exemplary Hispanic entrepreneur women provide a caring, cooperative work
environment that fosters individual growth and development.
According to Coughlin and Thomas (2002), women-run businesses usually provide
a caring, cooperative work environment in which individual growth and development are
fostered. Seven of the eight participants made references to the importance of caring for
individuals. They explained that caring was not only important in the professional
setting, but also for personal matters. Five of the participants made reference to caring
for team members who were having challenges in their personal lives. They made it
evident that the needs of individuals were at the forefront, even if it meant delaying workrelated tasks.
The women in this study were willing to give their team members time off so that
they could take care of personal matters that caused them stress. Beyond that, they also
offered to provide additional support to ensure that their employees felt cared for. One
participant sent flowers to a team member who was going through a hard time at home,
another described writing a thoughtful and meaningful card to a team member whose
wife was having health challenges, and another made reference to using her personal time
to allow a staff member to vent and discuss what was burdening them outside of work.
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Through these demonstrations of care, the participants indicated how much more
meaningful their relationships were with their staff and the positive impact this had on
their work performance and engagement. The women in this study expressed that
allowing time for their employees to take care of their personal needs was important, and
that this came from a place of caring for them. The qualitative data from this study
reflects that Hispanic entrepreneur women empathized with their staff, which allowed
them to foster a positive work environment. The women did not make any remarks of
negative impact from being empathetic, on the contrary, they indicated it engaged
employees and enhanced performance.
Major Finding 4
Exemplary Hispanic entrepreneur women recognize the unique strengths of each
individual and the strength of a diverse team.
According to Crowley (2011), knowing individuals and their differences allows
leaders to connect with their employees and understand what motivates and inspires
them. The women in this study recognized that each team member was different and had
unique strengths that helped build a diverse team. Understanding what motivated each
individual allowed participants to connect on a personal level and cater to the individual.
One participant noted that a leader must be like a chameleon and learn to accept these
differences. The women noted that adapting to each individual was the key to fostering
positive relationships.
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Research Question 3: Maximizing Employee Potential
Major Finding 5
Exemplary Hispanic entrepreneur women practiced self-awareness to maximize
employee potential and show up as the leaders their communities need.
According to Luthans and Avolio (2003), positive behaviors from authentic
leaders are represented through great self-awareness that fosters positive selfdevelopment. Similarly, Bradberry and Greaves (2009) found that strong self-awareness
allowed individuals to understand what motivated and satisfied them and those around
them. They explained that self-awareness was crucial in leading by example to
encourage those around them to do the same. Through self-awareness, the participants
were able to determine when they needed to take time off, decide whether to adapt their
communication styles, and understand how they could lead and engage diverse teams.
Major Finding 6
Exemplary Hispanic entrepreneur women maximize employees’ strengths and act as an
advocate as they pursue their passion.
Encouraging, teaching, and building people up for high achievements is essential
for leaders who want to maximize their employees’ potential (DiLiello et al., 2006). The
exemplary Hispanic entrepreneur women in this study expressed the importance of
advocating for their employees. Two of the participants shared examples in which their
employee’s expressed passion for other roles: one wanted to be a baker and the other
wanted to write a book. They appreciated this transparency from their employees and
provided their support to help them get where they wanted to be. Although the
employees’ passions were not in their current roles, the participants still advocated for
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them and asked, “How can I support you?” and “How can I help you get there?” These
acts of support and advocacy were appreciated by employees so much that although their
current roles were not their passion jobs, they still performed exceptionally well during
their time of employment. They were present, motivated, and exceeded performance
expectations. The women in this study shared that it was important to provide work that
was meaningful for individuals and allow them to have goals, even if it meant they might
leave the organization. According to Newman et al. (2018), entrepreneurial leaders
advocate for and inspire their subordinates to experiment and transform in the workplace.
There is a need for 21st-century leaders to focus on employees and their personal
development as humans (Crowley, 2011). The exemplary Hispanic entrepreneur women
in this study maximized individual strengths as a way for people to grow and develop
their talents. The participants explained that identifying an individual’s strengths allows
them to work on tasks that are engaging and to be their best at what they do best. One
participant noted that maximizing an individual’s strengths helps encourage them to be
themselves and fully self-express in a way that is suitable and effective. As employees
gain confidence in themselves, they become more united as a team, resulting in better
knowledge of their shared goals and a higher likelihood of organizational success (Vance,
2006).
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Research Question 4: Valuing and Honoring Achievements
Major Finding 7
Exemplary Hispanic entrepreneur women value employee’s work by providing
personalized rewards and recognition.
Crowley (2011) stated that feeling valued was fundamental to the well-being of all people
and motivated performance. When the participants were asked how they recognized
employee achievements, they responded that it depended on the individual. Some of the
participants referenced the theme of “taking the time to learn about each individual” as
crucial when selecting a reward. They shared that some of their employees liked public
recognition and others did not; similarly, some liked tangible rewards while others
preferred words of affirmation. Jeffrey (2004) explained that rewards could provide
motivation and job satisfaction because employees may be driven by an emotional
response to earn the incentive rather than a logical response.
Crowley (2011) stated that “feeling valued is essential to the well-being of all
people and to the spirit which motivates performance” (p. 121). The women in this
study recognized that it was important for their employees to feel valued, and some of the
best practices to showcase appreciation included giving them credit for the work they had
accomplished. Additionally, the participants suggested that valuing their team’s work by
giving them credit gave them more confidence to continue performing and being
innovative. According to Kouzes and Posner (2012), when leaders recognize new ideas,
they encourage all stakeholders to continue growing. The participants gave credit to their
teams by holding team meetings, sending emails to important stakeholders showcasing
their work, or giving them credit for an achievement on social media. A personal note
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can establish a more intimate personal relationship between supervisor and employee, as
it indicates the supervisor’s commitment of time and effort to support and recognize the
employee (Crowley, 2011). The exemplary Hispanic entrepreneur women noted a
positive response from their teams when they gave them credit, either publicly or
privately.
The women in this study recognized the importance of providing verbal praise to
individuals. According to Morrell (2011), feedback serves as an intrinsic motivator that
improves employee productivity and job satisfaction. In their responses, participants
described verbal feedback as a way of valuing individuals’ strengths and
accomplishments. They indicated that thanking individuals directly and giving
compliments when they were deserved inspired their teams to continue working toward
achievements. This aligns with Crowley’s (2011) finding that acknowledging
performance inspires greater future efforts and commitment. Unexpected Findings
Self-Care for Effective Leadership
An unexpected finding in relation to Crowley’s (2011) four principles of heart-led
leadership was that of maximizing employee potential through self-care. This major
finding describes the importance of practicing self-care to be an effective leader. Selfcare was subjective to each participant, but they all agreed that it was part of their daily
practice. The participants practiced self-care through physical or mental practices, such
as yoga, meditation, journaling, running, walking, swimming, sleeping, and spending
time with family. The women in this study suggested that they were not able to be
effective leaders and show up for others if they could not show up for themselves. Some
statements from the interviews included, “It is important for us as leaders to understand
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ourselves,” “It all starts with self; we don’t have anything to give unless we give it to
ourselves first,” and “I need to replenish myself so my business can succeed.” This
information emphasizes the importance of self-care practices to strengthen and empower
others, which aligns with Crowley’s (2011) principle of maximizing an employee’s
potential.
Leadership in the Hispanic Culture
A second unexpected finding relative to Crowley’s (2011) four principles of
heart-led leadership was that of connecting on a personal level. The women in this study
founded businesses that encourage other Latinas to pursue their goals and aspirations.
The participants noted that discussing their personal backgrounds, challenges, and
barriers allowed them to relate to other Hispanic women. The women in this study were
inclusive and examined their upbringing as contributors to their leadership and passions.
The women suggested humility as an important contributor to their leadership style,
which five of the eight participants referenced humility to their family roots. The
exemplary entrepreneur women in this study have built businesses with the intent to
uplift others in their community based on cultural values and traditions. Some statements
from the interviews included, “It is important to remember where we come from,” “My
leadership style has that Latina spice to it”, and “I care about my community, and I want
others to win the same way I am.”

Conclusions
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Through the data analysis of the qualitative research in this phenomenological
study, seven key findings led to the following conclusions describing the lived
experiences of exemplary Hispanic entrepreneur women who exhibit Crowley’s four
heart-led principles (building a highly engaged team, connecting on a personal level,
maximizing employee potential, and valuing and honoring achievements)

Conclusion 1
Hispanic entrepreneur women who invest time in learning about employees will
effectively motivate, inspire, empower and encourage them to achieve extraordinary
results.
Based on the findings of this study and the supporting literature, learning about
each individual employee is key to building relationships and creating teams that achieve
extraordinary results. Studies have found that leadership requires a resonant connection
with others (Kouzes & Posner, 2006). When leaders take the time to learn about the
individuals in their teams, they can make connections that build a foundation for the
future and growth of employees. By devoting time to individuals in the workplace, the
exemplary Hispanic entrepreneur women learned to communicate effectively with their
diverse teams. This aligns with a study by Musselwhite (2007), in which it was found
that leaders who focus on facilitating effective communication can transform a team’s
ability to perform. The participants in this study invested time in knowing and
communicating with their team members to create an environment that fostered team
building. Exemplary Hispanic entrepreneur women lead from the heart to build a
community of meaningful relationships and encouragement.
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Conclusion 2
Hispanic entrepreneur women achieve extraordinary results when they advocate for
individual and their personal goals and passions to create a meaningful work
environment.
Based on the findings of this study and the supporting literature, the women who
participated in this study shared that advocating for individuals and their personal goals
and passions created a meaningful work environment. According to Kimbarovsky (2017)
and Walton (2016), exemplary entrepreneurial women tend to be attentive to their
employees’ needs, aspirations, and personal lives and have the ability to manage conflict,
communicate effectively, and build relationships. The participants in the study spoke of
being attentive to the personal needs of the staff, which resulted in a meaningful work
environment for all. The Hispanic entrepreneur women in this study demonstrated a
sense of power and confidence in managing their business to build respect and provide
for employees with a sense of belonging. They also see an increase in employee
engagement when they advocate for an individual’s strengths and passions, resulting in
extraordinary results for the individual and the business.
Conclusion 3
Hispanic entrepreneur women will achieve success by caring for their employees and
building collaborative teams.
Based on the findings of this study and the literature supporting heart-led
leadership, Hispanic entrepreneur women achieve success by caring for those around
them and by providing value for the community. They demonstrate a sense of power and
confidence in managing their business to build respect and pride for the individuals
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working with them, and they encourage employees to be innovative by coaching and
developing their strengths (Paladam, 2015). According to Rosenthal (2018), women are
associated with high emotional intelligence, which is associated with success. The
participants in this study prioritized caring for individuals and developing a cooperative
work environment. According to Kimbarovsky (2017), female entrepreneurs are
empathetic, allowing them to listen and pick up cues to help build collaborative teams.
The Hispanic entrepreneur women in this study demonstrated the capacity to empathize,
manage conflict, communicate and build relationships, which corresponds with
Crowley’s four leadership principles to achieve extraordinary results.
Conclusion 4
Hispanic entrepreneur women who practice self-care to maximize leadership potential
empower themselves and those they lead.
Based on the findings of this study and the supporting literature, Hispanic
entrepreneur women acknowledge the importance of self-care to be effective leaders.
According to Luthans and Avolio (2003), authentic leaders have great self-awareness and
self-regulated positive behaviors that foster positive self-development. The women in
this study reflected high levels of self-awareness, which resulted in self-development
activities that would allow them to maximize their leadership potential to show up for
others effectively. One Participant stated self-care reduces stress and enhances their
ability to think clearly, which is imperative for making difficult decisions on their
business ventures. One Participant stated self-care reduces stress and enhances their
ability to think clearly, which is imperative for making difficult decisions on their
business ventures. The exemplary Hispanic Entrepreneur women practice self-care to
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rest, revitalize, and restore themselves with the energy needed to empower those they
lead.
Implications for Action
This research study described the four heart-led principles that exemplary
Hispanic entrepreneur women demonstrate to lead their organizations. The key findings
and conclusions resulted in the following implications for action to improve outcomes for
Hispanic entrepreneur women.
Implication 1: Further Research on Hispanic Entrepreneurs
Doctoral students must continue research on Hispanic entrepreneurs. According to
the US Census, there will be a surge of Hispanic women entrepreneurs in the United
States by 2050, with the growth rate expected to double (Martinez-Restrepo & Stengel,
2017). More research on Hispanic entrepreneurial women will help fill the gap in the
existing literature. There has been little research on Hispanic entrepreneur women as
leaders and recognizing them as such can help organizations succeed. This type of
research is needed to better understand Hispanic women, who are rapidly increasing their
presence in entrepreneurship. Other scholars, policymakers, and counselors can benefit
from more research on Hispanic entrepreneurial women to provide them with the
resources they need to excel in the field.
Implication 2: Heart-led Leadership Curriculum
Higher education universities must create heart-led curriculum in their
undergraduate and graduate programs. The findings of this study support a strong
emphasis on heart-led leadership principles for the achievement of extraordinary results
in entrepreneurship. The data demonstrate how exemplary Hispanic entrepreneur women
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use the four heart-led leadership principles to lead business ventures. It is recommended
that courses be developed to support aspiring Hispanic entrepreneurs in learning these
principles. Higher education institutions should offer entrepreneurship courses with
curricula developed for students who want to pursue entrepreneurship. Curriculum
should be developed in undergraduate and graduate programs that have a focus on
business administration. It is important that curricula incorporate or focus on the four
heart-led leadership styles: building a highly engaged team, connecting on a personal
level, maximizing employee potential, and valuing and honoring achievements.
Implication 3: Online Business Programs
It is recommended that the United States of Hispanic Chamber of Commerce
(USHCC) implement heart-led leadership training in their business programs. The
USHCC actively promotes economic growth, development, and interest in Hispanicowned businesses, and implementing heart-led leadership principles into their programs
can support the leadership development of Hispanic entrepreneurs.
Implication 4: Mentorship Programs
Exemplary Hispanic entrepreneur women must develop mentorship programs to
advocate aspiring and young Latina entrepreneurs. The findings of the study demonstrate
the willingness of Hispanic entrepreneur women to advocate for and celebrate the success
of their team members. A formal mentorship program directed by exemplary Hispanic
entrepreneur women who meet the criteria of this study will mentor other Hispanic
Entrepreneur women to hone their skills in leadership to achieve extraordinary results.
Such a program will encourage, empower, and motivate young Latinas to lead from the
heart and learn about the positive impact of leading from the heart on organizational
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success. Additionally, a mentorship program will create a support system for Hispanic
entrepreneur women to receive guidance, advice, expertise, and new perspectives.
Implication 4: Accessible Education for Hispanic Entrepreneurs
Colleges and Universities must provide scholarships and financial opportunities
for Hispanic entrepreneurs to earn degrees. According to the data, 28.1% of Hispanic
women-owned businesses have a bachelor’s degree or above, compared to 46.1% of nonHispanic white female business owners. Those with college degrees are more likely to
expand their enterprises, raise revenues, and recruit staff than people with only a high
school diploma or who did not finish high school (Lee, 1997; Martinez-Restrepo &
Stengel, 2017). Supporting literature emphasizes that educational achievement at
different levels affects women involved in entrepreneurship, and women who lack
education often face financial problems that limit the growth of their businesses
(Dolinsky et al., 1993). Given the supporting literature, providing scholarships and
financial opportunities for Hispanic women to earn a degree will contribute to their
success in entrepreneurship, which impacts economic growth.
Recommendations for Further Research
Based on the findings of this study and the limited research on Hispanic
entrepreneur women, further research is recommended.
Recommendation 1
The findings of this study suggest that self-care plays an important role in the dayto-day operations of Hispanic entrepreneur women. It is recommended that a mixedmethods study be conducted to analyze the effects of self-care for this population and
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business success. Further research can clarify the role that self-care plays in the success
of Hispanic entrepreneur women.
Recommendation 2
This study was limited to eight Hispanic entrepreneur women in Southern
California. It is recommended that this study be replicated to target a larger population of
Hispanic women across the United States. Research into the leadership principles of
Hispanic entrepreneurs across the country will provide valuable information and insights
into effective entrepreneurship practices.
Recommendation 3
It is recommended that a phenomenological study be conducted to examine the
challenges that Hispanic entrepreneur women face in their entrepreneurial journey. The
findings of this study suggest that Hispanic women are resilient and prevail over
challenges, and further research could identify the types of challenges they overcome.
The findings can also help determine best practices to overcome challenges and serve as a
training guide for aspiring Latinas starting their entrepreneurial journey.
Recommendation 4
It is recommended that this study is replicated with those Hispanic entrepreneur
women who have at least 10 years of experience in the field. The criteria of this study
were set to a minimum of three years and exploring the experiences of Hispanic
entrepreneur women with at least 10 years in the field will help identify any variations in
entrepreneurial success based on years of experience. Findings of this study will also
serve as a critical component to understanding Hispanic entrepreneur women and adding
to the limited body of literature.
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Recommendation 5
A Delphi study is recommended for women leaders of entrepreneur businesses to
study what they, as experts, perceive as the future of women-led entrepreneur businesses.
The findings of this type of study can assist in developing training and mentorship
programs to aid women in preparing for the future of women-led businesses.
Recommendation 6
A mixed-method study is recommended to analyze the cultural background of
Hispanic entrepreneur women and the role it plays in entrepreneurial success. The
cultural upbringing of Hispanic entrepreneur women can help determine the values and
traditions that impact their leadership styles and the effect it has on their organizational
success.
Recommendation 7
The exemplary Hispanic women in this study were not asked to identify their
educational achievements. A mixed-method study is recommended to analyze the
influence of educational achievement on entrepreneurial success. Determining the level
of education (High school diploma or equivalent, some college, associate's degree,
bachelor's degree, master's degree, Ph.D., or certificates) and entrepreneurial success can
help analyze the role formal education can have in entrepreneurship. The findings can
support entrepreneurs to take on formal education as part of their professional
development in entrepreneurship.
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Concluding Remarks and Reflections
Hispanic entrepreneur women have the interpersonal skills to run successful
businesses. In the past, emotions were not considered an essential element in business,
but Crowley’s heart-led leadership practices demonstrate the heart’s impact on business
success. The data of this study reflects that Hispanic entrepreneur women lead from the
heart to empathize with staff and connect on a personal level to achieve business success.
The exemplary Hispanic entrepreneur women did not comment or remark about the
negative implications of caring for their team. On the contrary, taking care of their team
resulted in high performance, highly engaged individuals, and achievement of business
goals. It is evident that when leaders care for employees, business takes care of itself.
A caring leadership approach positively impacts employee engagement, work-life
balance, job satisfaction, and business success. Hispanic entrepreneur women in business
are rapidly growing and the exemplary Hispanic women of this study were able to thrive
during the COVID-19 global pandemic. Their leadership approach played a significant
role in managing their team and business through challenges that have left many other
organizations defeated and depleted of employees. Despite the minimal representation
of Hispanic women leaders in literature, this study demonstrates the power, passion, skill,
and impact that Hispanic women have as leaders in run successful ventures.
The four heart-led leadership principles discussed in this study serve as a
foundation to help women succeed in business. Heart-led leadership provides leaders
with an opportunity to care for their teams by showing respect, integrity, transparency,
and humility. Employees want to know that their leaders care about them and the
challenges from the COVID-19 pandemic made this evident. This study’s exemplary
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Hispanic entrepreneur women demonstrated the positive impact of caring for those who
help grow their businesses during a pandemic.
Leading from the heart compels leaders to have self-awareness and understand
their diverse teams' uniqueness. Understanding that each individual is motivated
differently is imperative for building strong relationships. The leaders in this study
demonstrated a priority in caring for others and noted that this contributed to a positive
work environment. Authentic leadership is about building others and creating more
leaders. It is about allowing others to spread their wings and fly, even if it means they
will leave the organization to expand on their passions. The exemplary women in this
study acknowledged that they held no resistance to allowing their team members to seek
other employment opportunities. On the contrary, they indicated that employees were
appreciative of the transparency and willingness to develop and strengthen their skills to
pursue passions outside the organization. As a result, employees were still highly
engaged in their work and demonstrated creativity and innovation while exceeding
performance expectations.
Leading from the heart can benefit women in entrepreneurship, allowing them to
leverage the power of their emotions to build highly engaged teams, connect on a
personal level, maximize employee potential, and value and honor achievements. A
leader’s ability is not weakened or diminished by caring for others; on the contrary, it
strengthens and empowers a workforce to engage in work that gives them purpose,
meaning, and self-fulfillment. Hispanic entrepreneur women are successful in business
because they take the time to empathize and understand their workforce. They
understand the critical role that their team plays in their business success and giving them
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credit for their work and allowing them to provide feedback fosters a collaborative
environment where all benefit. The women who participated in this study exemplify the
true essence of leading from the heart to achieve extraordinary results.
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APPENDIX B
Interviewee Guide
Purpose Statement:
The purpose of this phenomenological study was to describe how exemplary
leaders (superintendents, principals, city managers, police chiefs, corporate leaders,
military leaders, etc.) lead from the heart using Mark Crowley’s four principles
(building a highly engaged team, connecting on a personal level, maximizing
employee potential and valuing and honoring achievements) to accomplish
extraordinary results in their organizations.
Research Questions:
1. How do exemplary leaders lead from the heart to accomplish extraordinary results
by building a highly engaged team?
2. How do exemplary leaders lead from the heart to accomplish extraordinary results
by connecting on a personal level?
3. How do exemplary leaders lead from the heart to accomplish extraordinary results
by maximizing employee potential?
4. How do exemplary leaders lead from the heart to accomplish extraordinary results
by valuing and honoring achievement?

The interview questions will be preceded by a definition of the Crowley principle
that is connected to those questions. The first principle is found in research question one,
Building a Highly Engaged Team.
Definition:
Building a highly engaged team is using strategies that help people become
enthusiastically invested in and dedicated to work they believe is significant, meaningful,
and challenging, where relationships are built on emotional connection and shared vision,
and where values and commitment are based on personal strengths and interests aligned
with organizational goals (Crowley, 2011; George & Stevenson, 1988; Rees et al., 2013;
Senge et al., 2007).
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Interview Questions:
1.

How do you develop a team that is dedicated to their collective work?

2.

How do you make work meaningful for your team?

3.

How do you develop relationships on your team that are built on emotional
connections?
We now move to our second principle from research question #2, Connecting on

a Personal Level.
Definition:
Connecting on a personal level is seeing and acting on behalf of others and
authentically communicating with the intention of adding value driven by humility,
concern, and love (Brown, 2015; Crowley, 2011; Hayward, 2015; Maxwell, 2010).
Interview Questions:
4.

How do you communicate authentically with members in your organization?

5.

How do you use humility to add value to members in your organization?

6.

How do you show concern and love for your staff?

Our third principle from research question #3 is Maximizing Employee
Potential.
Definition:
Maximizing employee potential is igniting emotional drivers by promoting
human well-being while proactively strengthening, teaching, and building people toward
high achievement (Crowley, 2011; Burnett & Lisk, 2019).
Interview Questions:
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7.

How do you promote emotional well-being in your organization?

8.

How do you create an environment that motivates staff members to high
achievement? 9. How do you strengthen and build employees in a way that
supports high achievement?
Our fourth principle found in research question #4 is Valuing and Honoring

Achievements.
Definition:
Valuing and honoring achievements is praising, acknowledging, recognizing,
and appreciating positive accomplishments as an expression of care through monetary
and/or nonmonetary rewards, which may lead to increased job satisfaction (Dugas &
Brun, 2008; Tessema, Ready & Embaye, 2013; Posamentier, 2008; Crowley, 2011).
Interview Questions:
10. Valuing and Honoring Achievements is important to inspiring employees to a
higher level of satisfaction. How do you acknowledge employees’ achievements
at work?
11. How do you ensure that your employees see that their work is valued?
12. Can you share an example of when you provide an expression of care for an
employee?
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APPENDIX D
Heart Thematic Interview Script/Protocol
I would like to start by thanking you for sharing your valuable experiences with
me. I know your time is precious and I appreciate your willingness to participate in this
interview. Making this personal connection with you will be of great benefit to my
research and I truly appreciate your contribution to this study.
My name is _________________ and I (brief description of what you do). I’m a
doctoral candidate at Brandman University in the area of Organizational Leadership. I’m
a part of a team conducting research to describe how exemplary leaders lead from the
heart using Mark Crowley’s four principles (building a highly engaged team, connecting
on a personal level, maximizing employee potential and valuing and honoring
achievements) to accomplish extraordinary results in their organizations.
Our team is conducting 112 interviews with leaders like yourself. Our hope is
that the information we gather will provide a clear picture of what exemplary leaders do
to lead their organizations through the use of Crowley’s four principles and our work will
add to the body of research currently available.
Informed Consent (START RECORDING to obtain verbal consent)
Prior to this interview you received information concerning the purpose of the
research, a copy of the interview questions, Brandman University’s Participant’s Bill of
Rights, and the Informed Consent form. After reviewing the protocols, you were offered
an opportunity to ask questions concerning the research and the consent process. At that
time, you provided verbal consent to be a participant in the interview. For purposes of
verifying your consent would you again provide a verbal yes as to your consent that will
be included in the recording of this interview. Thank you.
I will now begin the interview. When our interview is complete, I will stop the
recording and conclude our interview session. After your interview is transcribed, you
will receive a copy of the complete transcripts to ensure I have accurately captured your
thoughts and ideas. Following your review and approval of the transcription, the data
will be analyzed along with the data I have collected from the other respondents.
I would like to remind you that any information that is obtained in connection to
this study will remain confidential. I will be looking for themes that are present across all
of the interviews. In reporting out the data, I will refer to respondents by pseudonyms
and not by name, work location, or employer. The digital recording will be erased three
years after the publication of the dissertation in accordance to the strict guidelines set
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forth by the Brandman University Institutional Review Board (BUIRB) whose major
function is to protect respondents.
Please remember that anytime during this process you have the right to stop the
interview. If you do not understand the questions being asked, please do not hesitate to
ask for clarification. Is there anything I can clarify before we begin?
Okay, let’s get started, and again, thanks so much for your time.
Interview
Before we begin our interview questions, I want to review the purpose of this
study and the four research questions that will be the focus of our interview today.
Purpose Statement:
The purpose of this phenomenological study was to describe how exemplary
leaders (superintendents, principals, city managers, police chiefs, corporate leaders,
military leaders, etc.) lead from the heart using Mark Crowley’s four principles
(building a highly engaged team, connecting on a personal level, maximizing
employee potential and valuing and honoring achievements) to accomplish
extraordinary results in their organizations.
Research Questions:
1. How do exemplary leaders lead from the heart to accomplish extraordinary
results by building a highly engaged team?
2. How do exemplary leaders lead from the heart to accomplish extraordinary
results by connecting on a personal level?
3. How do exemplary leaders lead from the heart to accomplish extraordinary
results by maximizing employee potential?
4. How do exemplary leaders lead from the heart to accomplish extraordinary
results by valuing and honoring achievement
The interview questions will be preceded by a definition of the Crowley principle
that is connected to those questions. The first principle is found in research question one,
Building a Highly Engaged Team.
Definition:
Building a highly engaged team is using strategies that help people become
enthusiastically invested in and dedicated to work they believe is
significant, meaningful, and challenging, where relationships are built on emotional
connection and shared vision, and where values and commitment are based on personal
strengths and interests aligned with organizational goals (Crowley, 2011; George &
Stevenson, 1988; Rees et al., 2013; Senge et al., 2007).
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Interview Questions:
1. How do you develop a team that is dedicated to their collective work?
Probe: Please share a time when you supported one of your teams that was
having difficulty.
2.

How do you make work meaningful for your team?
Probe: Please share an example?

3.

How do you develop relationships on your team that are built on emotional
connections?
•Probe: How did the development of relationships lead to a shared vision?

We now move to our second principle from research question #2, Connecting on
a Personal Level.
Definition:
Connecting on a personal level is seeing and acting on behalf of others and
authentically communicating with the intention of adding value driven by humility,
concern, and love (Brown, 2015; Crowley, 2011; Hayward, 2015; Maxwell, 2010).
Interview Questions:
4.

How do you communicate authentically with members in your organization?
Probe: Please share a time when this was important to the organizations’
success.

5.

Please describe how your humility helps you in your work. Probe: How has this
developed personal connections with employees?

6.

How do you show concern and love for your employees? Probe: Please share an
example of how this made a difference in the performance of your employees.

Our third principle from research question #3 is Maximizing Employee
Potential.
Definition:
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Maximizing employee potential is igniting emotional drivers by promoting
human well-being while proactively strengthening, teaching, and building people toward
high achievement (Crowley, 2011; Burnett & Lisk, 2019).
Interview Questions:
7. How do you promote emotional well-being in your organization?
Probe: Please share a time when you experienced the benefits of
promoting emotional well-being in your organization.
8. How do you create an environment that motivates staff members to high-level of
achievement? Probe: Please provide a specific example.
9. How do you strengthen and build employees in a way that supports high
achievement?
Probe: Please share a story of the specific strategy that you used that led to
high achievement.
Our fourth principle found in research question #4 is Valuing and Honoring
Achievements.
Definition:
Valuing and honoring achievements is praising, acknowledging, recognizing,
and appreciating positive accomplishments as an expression of care through monetary
and/or nonmonetary rewards, which may lead to increased job satisfaction (Dugas &
Brun, 2008; Tessema, Ready & Embaye, 2013; Posamentier, 2008; Crowley, 2011).
Interview Questions:
10. Valuing and Honoring Achievements is important to inspiring employees to a
higher level of satisfaction. How do you acknowledge employees’ achievements
at work?
Probe: Can you elaborate on how you recognize their achievements?
11. How do you ensure that your employees see that their work is valued?
Probe: Describe specific non-monetary and/or monetary practices that you
use for this purpose.
12. Can you share an example of when you provide an expression of care for an
employee?
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Probe: Please tell me a little more about that.
This concludes the interview questions. I would like to again thank you very
much for your time. If you would like, when the results of our research are known, we
will send you a copy of our findings.
General Probes:
May be used during the interview when you want to get more information and/or
expend the conversation with them. These are not questions you share with the
interviewee. It is best to be very familiar with them and use in a conversational way
when appropriate to extend their answers.
1.
2.
3.
4.
5.
6.
7.

“What did you mean by…..?”
“Do you have more to add…..?”
“Would you expand upon that a bit….?”
“Why do you think that was the case?”
“Could you please tell me more about…..?”
“Can you give me an example of…..?”
“How did you feel about that?”
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APPENDIX E
Field Test Participant Feedback Questions
While conducting the interview you should take notes of their clarification request
or comments about not being clear about the question. After you complete the interview
ask your field test interviewee the following clarifying questions. Try not to make it
another interview; just have a friendly conversation. Either script or record their
feedback so you can compare with the other two members of your team to develop your
feedback report on how to improve the interview questions.

1. How did you feel about the interview? It was good
2. Do you think you had ample opportunities to describe what you do as a leader
when working with your team or staff? Yes.
3. Did you feel the amount of time for the interview was ok? Yes
4. Were the questions by and large clear or were there places where you were
uncertain what was being asked?
5. Can you recall any words or terms being asked about during the interview that
were confusing?
6. And finally, did I appear comfortable during the interview… (I’m pretty new at
this)?
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APPENDIX F
Observer Feedback Reflection Questionnaire
Thank you for observing the field test used to validate the interview
questions for this multiple case study. As a valuable participant, your answers to the
following questions will be used to make necessary adjustments to the Leadership
Competency Protocol, the interview questions, and the interview process.
1. How long did it take to conduct the interview? Do you believe this time was
appropriate or should be adjusted?
2. What were your personal feelings while giving the interview? At what times
did you feel comfortable, nervous, or confused?
3. How would you improve the clarity of the interview instructions, and how
could the Leadership Competency Protocol be improved so both the interviewer and the
interviewee are better prepared?
4. At what times during the interview, did you believe the process to run
effectively. At what times during the interview, do you believe there were problems?
5. Do you have any suggestions on how to improve the questions, the process, or
the overall experience?
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APPENDIX G
Collaborative Institutional Training Initiative
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APPENDIX H
IRB Application Approval
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APPENDIX I
Informed Consent Form
UMASS GLOBAL Institutional Review Board
INFORMATION ABOUT: A Phenomenological Study to Describe How
Hispanic Entrepreneur
Women Use Mark Crowley’s Four Principles to Accomplish Extraordinary
Results
RESPONSIBLE INVESTIGATOR: Elizabeth Vargas, Ed.D Candidate
PURPOSE OF STUDY: You are being asked to participate in a research study
conducted by
Elizabeth Vargas a doctoral student from the School of Education department at
UMASS GLOBAL. The purpose of this study is to describe how exemplary Hispanic
entrepreneur women lead from the heart using Crowley’s four principles (building a
highly engaged team, connecting on a personal level, maximizing employee potential,
and valuing and honoring achievements) to accomplish extraordinary results in their
organizations.
By participating in this study, I agree to participate in a individual virtual
interview. The interview will last approximately 45 – 60 minutes and will be conducted
by virtually via Zoom.
I understand that:
a)
There are minimal risks associated with participating in this research. I
understand that the Investigator will protect my confidentiality by keeping the identifying
codes and research materials in a locked file drawer that is available only to the
researcher.
b)
I understand that the interview will be audio recorded. The recordings
will be available only to the researcher and the professional transcriptionist. The audio
recordings will be used to capture the interview dialogue and to ensure the accuracy of
the information collected during the interview. All information will be identifierredacted, and my confidentiality will be maintained. Upon completion of the study all
recordings will be destroyed. All other data and consents will be securely stored for three
years after completion of data collection and confidentially shredded or fully deleted.
c)
The possible benefit of this study to me is that my input may help add to
the research regarding Hispanic entrepreneur women who lead from the heart and how
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they achieve extraordinary results. The findings will be available to me at the conclusion
of the study and will provide new insights about Hispanic entrepreneur women in which I
participated. I understand that I will not be compensated for my participation.
Informed Consent Form
d)
If you have any questions or concerns about the research, please feel free
to contact Elizabeth Vargas at emedina4@mail.umassglobal.edu or by phone at 909-3438919; or Dr. Johnathan Greenberg (Advisor) at greenber@umassglobal.edu
e)
My participation in this research study is voluntary. I may decide to not
participate in the study and I can withdraw at any time. I can also decide not to answer
particular questions during the interview if I so choose. I understand that I may refuse to
participate or may withdraw from this study at any time without any negative
consequences. Also, the Investigator may stop the study at any time.
f)
No information that identifies me will be released without my separate
consent and that all identifiable information will be protected to the limits allowed by
law. If the study design or the use of the data is to be changed, I will be so informed, and
my consent re-obtained. I understand that if I have any questions, comments, or concerns
about the study or the informed consent process, I may write or call the Office of the Vice
Chancellor of Academic Affairs, UMASS GLOBAL, at 16355 Laguna Canyon Road,
Irvine, CA 92618, (949) 341-7641.
I acknowledge that I have received a copy of this form and the “Research
Participant’s Bill of Rights.”

I have read the above and understand it and hereby consent to the procedure(s)
set forth.

Signature of Participant

Signature of Principal Investigator

Date
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